Preface 


This  volume  contains  that  part  of  the  evidence  submitted  to  the  Com- 
mittee by  government  departments  which  is  primarily  factual,  statistical 
and  explanatory  in  character.  The  other  part  of  their  evidence  (those 
papers  of  which  the  main  purpose  was  to  put  forward  proposals  and 
comments)  is  published  in  Volume  5,  Part  1. 

The  volume  is  divided  into  seven  sections.  Section  I is  the  Introductory 
Factual  Memorandum  which  the  Treasury  prepared  for  the  Committee 
as  a general  work  of  reference.  Section  II  contains  the  evidence  on 
manpower,  Section  III  on  recruitment,  Section  IV  on  terms  of  service 
and  mobility,  Section  V on  structure  and  staff  representative.  Section  VI 
on  training,  Section  VII  on  careers  and  career  management. 
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PART  I - GENERAL 

CHAPTER  1 

GENERAL  INTRODUCTION 

1.  This  Memorandum,  which  contains  information  of  a factual  nature 
relevant  to  structure  and  recruitment,  was  originally  submitted  to  the  Com- 
mittee by  the  Treasury  in  May,  1966.  The  present  version  contains  later 
statistics  and  has  been  amended  to  take  account  of  changes  which  took  place 
between  early  1966  and  in  general  October,  1967. 

2.  The  Memorandum  is  in  two  parts.  The  first  briefly  sets  out  the  general 
and  historical  background  and  describes  features  common  to  the  whole  of 
the  non-industrial  Home  Civil  Service.  The  second  deals  with  the  principal 
classes  in  which  civil  servants  are  grouped. 
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CHAPTER  2 

GROUPS  OF  CIVIL  SERVICE  STAFF  COVERED  IN  THE 
MEMORANDUM 

3.  The  definition  of  “ civil  servants  ” used  in  the  Tomlin  and  Priestley 
Commissions1  was  “ Servants  of  the  Crown,  other  than  holders  of  political 
or  judicial  offices,  who  are  employed  in  a civil  capacity  and  whose  remunera- 
tion is  paid  wholly  and  directly  out  of  moneys  voted  by  Parliament  Post 
Office  staff  do  not  now  fall  within  this  definition,  but  are  civil  servants  by 
virtue  of  the  Post  Office  Act,  1961. 

4.  Civil  servants  so  defined  are  divided  into  industrial  and  non-industrial. 
The  numbers  of  non-industrial  staff  in  the  Home  Civil  Service  on  1st  January, 
1968  were  as  follows 


Staff  Group 

Permanent* 

Temporary! 

Total 

Per  cent 
of  whole 

Administrative  

2,624 

160 

2, 7841 

0'4 

Executive  (general  and  depart- 
mental   

87,907 

3,159 

91,066 

120 

Clerical  officers  (general  and  de- 
partmental)   

117,308 

22,869 

140,177 

18-5 

Clerical  assistants 

35,419 

53,849 

89,268 

11-7 

Typing  

11,079 

18,880 

29,959 

3-9 

Inspectorate  

2,785 

93 

2,878 

0-4 

Messengerial  

19,039 

16,361 

35,400 

4-7 

Post  Office  minor  and  manipulative 

182,961 

42,090 

225,051 

29-7 

Professional,  scientific  and  tech- 
nical I 

20,518 

6,000 

26,518 

3‘5 

Scientific  and  technical  II 

42,343 

16,803 

, 59,146 

7-8 

Ancillary,  technical  and  miscel- 
laneous supervisory  grades  etc. 

38,085 

17,877 

55,962 

7-4 

Total 

560,068 

198,141 

758,209 

1000 

* Central  Staff  Record  figures. 

t From  departmental  returns. 

i Nearly  300  more  than  the  total  in  paragraph  97,  largely  due  to  the  Inclusion  of  civil 
servants  who,  although  not  members  of  the  administrative  class,  are  more  appropriate  to 
the  administrative  staff  group  than  to  any  other. 

Notes: 

Diplomatic  Service  staff  at  home  and  abroad  (5,223  permanent  and  1 ,396  temporary)  and 
Post  Office  engineering  etc.  staff  formerly  classified  as  industrial  (92,415  permanent  and 
21,382  temporary)  are  excluded  from  the  above  figures.  Home  Departments’  staff  serving 
abroad  are  included,  but  not  locally  engaged  staff.  Part-timers  totalling  44,774  have  been 
counted  as  half.  The  total  for  the  Non-industrial  Home  Civil  Service  excluding  the  Post 
Office  was  465,000  on  1st  January,  1968. 

5.  For  the  year  ended  31st  March,  1967  the  wages  and  salary  bill  of  the 
staff  shown  in  paragraph  4 was  £840  million.  This  is  the  gross  amount  (i.e., 
without  deduction  of  income  tax  or  insurance  contributions)  of  all  payments 
in  the  nature  of  salaries  and  wages.  It  includes  overtime,  overseas  allowances 


1 Tomlin  Commission:  Royal  Commission  on  the  Civil  Service  1929-31  (Cmd.  3909). 
Priestly  Commission:  Royal  Commission  on  the  Civil  Service  1953-55  (Cmd.  9613). 
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of  U.K.  based  staff  and  other  allowances  which  are  in  essence  salaries  and 
wages.  It  excludes  payments  made  to  reimburse  out-of-pocket  expenses,  e.g., 
on  travel  and  subsistence.  It  also  excludes  employers’  contributions  towards 
National  Insurance  or  towards  any  other  pension  scheme  such  as  the  Federated 
Superannuation  System  for  Universities. 

6.  The  Memorandum  only  covers  the  Post  Office  to  a limited  extent.  Since 
1961  Post  Office  expenditure  (except  on  superannuation)  has  not  been  borne 
on  Votes  and  consequently  Post  Office  staff  are  not  included  in  the  Financial 
Secretary’s  Annual  Memorandum  on  the  Estimates.  In  accordance  with  this 
practice  Part  II  of  this  Memorandum  does  not  contain  information  about 
the  classes  peculiar  to  the  Post  Office,  e.g.,  the  manipulative  grades  and  the 
engineering  and  allied  grades.  Post  Office  staff  in  general  service  and  linked 
departmental  classes  (e.g.,  executive  and  draughtsman)  are  included  in  the 
figures  given  for  each  of  the  main  classes  in  the  non-industrial  Home  Civil 
Service  in  the  notes  in  Part  II  of  this  Memorandum,  because  the  terms  of 
and  conditions  of  employment  and  the  method  of  recruitment  are  the  same 
in  their  case  as  for  persons  of  the  same  class  in  other  Government  Depart- 
ments. Appendix  F however  shows  the  numbers  of  Staff  on  1st  April,  1967, 
in  the  non-industrial  Civil  Service,  excluding  the  Post  Office,  in  each  of  the 
classes  which  is  the  subject  of  a chapter  in  Part  II  of  the  Memorandum. 

7.  In  general  the  division  between  permanent  and  temporary  staff  in  the 
table  in  paragraph  4 reflects  the  difference  between  established  and  un- 
established staff,  but  the  figures  for  permanent  Staff  include  established, 
permanent  unestablished  and  disestablished  staff.  Established  staff  either 
hold  their  appointments  direct  from  the  Crown,  or,  more  commonly,  have 
been  admitted  to  the  Civil  Service  with  a certificate  from  the  Civil  Service 
Commissioners. 

8.  Part  II  of  this  Memorandum  gives  details  of  the  numbers  and  structure 
of,  and  method  of  recruitment  to  the  principal  classes  into  which  the  non- 
industrial Home  Civil  Service  is  divided.  It  contains,  in  addition  to  chapters 
on  the  general  service  classes,  chapters  on  some  of  the  more  important  linked 
departmental  classes.  They  have  common  rates  of  pay  and  other  conditions 
of  service,  but  recruitment  is  normally  by  or  on  behalf  of  individual  depart- 
ments. Part  II  also  contains  notes  on  a few  of  the  more  important  departmental 
classes,  i.e.,  classes  whose  members  are  confined  to  a single  department. 
Classes  are  normally  sub-divided  into  two  or  more  grades  which  reflect  the 
different  levels  of  responsibility  within  the  class. 
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of  a simple  mechanical  kind  or  which  consisted  of  the  application  of  well- 
defined  regulations,  decisions  and  practice  to  particular  cases.  The  other 
category  was  work  concerned  with  the  formation  of  policy,  with  the  revision 
of  existing  practice  or  current  regulations  and  decisions,  and  with  the  organisa- 
tion and  direction  of  the  business  of  Government.  To  provide  for  the  work 
falling  within  these  two  main  categories,  the  Reorganisation  Committee 
thought  that  it  was  necessary  to  employ  not  less  than  four  different  classes :- 

(i)  a writing  assistant  class,  for  simple  mechanical  work; 

(ii)  a clerical  class,  for  the  better  sort  of  work  included  in  the  first 
main  category  described  above ; 

(iii)  an  executive  class,  and 

(iv)  an  administrative  class  for  work  included  in  the  second  main 
category. 

The  Committee  also  recommended  that  there  should  be  a shorthand-typist 
class  and  a typist  class. 

15.  To  the  executive  class  the  Reorganisation  Committee  assigned  the 
higher  work  of  supply  and  accounting  departments,  and  of  other  executive 
or  specialised  branches  of  the  Civil  Service.  The  Committee  considered  that 
this  work  covered  a wide  field  and  required  in  different  degrees  qualities  of 
judgment,  initiative  and  resource.  In  the  junior  ranks  it  comprised  the 
critical  examination  of  particular  cases  of  lesser  importance  not  clearly  within 
the  scope  of  approved  regulations  or  general  decisions,  initial  investigations 
into  matters  of  higher  importance,  and  the  immediate  direction  of  small 
blocks  of  business.  In  its  upper  ranges  it  was  concerned  with  matters  of 
internal  organisation  and  control,  with  the  settlement  of  broad  questions 
arising  out  of  business  in  hand  or  in  contemplation  and  with  the  responsible 
conduct  of  important  operations.  For  these  jobs  the  Committee  considered 
that,  in  so  far  as  it  might  be  desirable  to  appoint  men  from  outside  the 
Service,  recruitment  should  be  by  open,  competitive,  written  examination 
between  the  ages  of  18  and  19.  The  Committee  considered  that  the  duties 
appropriate  to  the  administrative  class  were  those  concerned  with  the 
formation  of  policy,  with  the  co-ordination  and  improvement  of  Government 
machinery  and  with  the  general  administration  and  control  of  the  Depart- 
ments of  the  Public  Service.  Members  of  the  class  should  be  recruited  by 
means  of  an  open,  competitive  examination  in  the  subjects  embraced  by 
the  various  honours  courses  of  university  institutions  at  the  university  leaving 
age  and  from  persons  already  employed  in  the  Service. 

16.  Following  the  adoption  of  this  report  members  of  certain  previously 
existing  classes  were  absorbed  or  assimilated  into  the  new  classes.  The 
reorganisation  classes  did  not  however  cover  the  whole  of  the  administrative 
and  clerical  work  (as  it  was  then  called)  of  the  Service.  Certain  depart- 
mental classes,  particularly  in  the  Ministry  of  Labour,  the  Inland  Revenue 
Department,  and  the  Customs  and  Excise  Department  remained  outside  the 
scope  of  the  reorganisation  classes. 

17.  In  addition  to  the  various  general  grades  which  Since  1920  have  been 
mainly  grouped  in  the  administrative,  executive  and  clerical  classes,  and  the 
additional  supporting  staff  such  as  the  typing  and  messengerial  grades 
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specialists  of  various  kinds  have  long  been  employed.  The  Northcote- 
Trevelyan  Report  recognised  that  not  every  post  could  be  filled  by  means  of 
competitive  examination  and  the  Select  Committee  on  Estimates  of  1860, 
referring  to  professional  officers  (solicitors,  doctors  of  medicine  and  engineers), 
doubted  whether  any  system  of  examination  was  likely  to  provide  men  as 
well  qualified  for  appointments  of  that  particular  kind  as  might  be  obtained 
by  appointing  persons  of  some  standing  and  experience  in  these  professions. 
Although  various  measures  were  introduced  to  ensure  that  patronage  was 
abandoned,  this  principle  was  endorsed  by  successive  Royal  Commissions 
and  the  Reorganisation  Committee  was  not  concerned  with  scientific  and 
professional  staff.  These  continued  to  be  largely  a matter  for  Departments. 

18.  The  scientific  classes  were  established  on  a service-wide  basis  following 
the  report  of  the  Carpenter  Committee  (193 1)1  when  two  main  classes, 
scientific  officers  and  scientific  assistants,  were  established,  and  common  pay 
scales  and  conditions  of  service  introduced.  Following  the  report  of  the  war- 
time Barlow  Committee,2  the  scientific  classes  were  reorganised  into  the 
scientific  officer  class,  the  experimental  officer  class  and  assistant  (scientific) 
class  which  have  remained  basically  unchanged.  Centralised  recruitment  was 
then  introduced  for  the  first  time. 

19.  Although  in  1937  common  scales  for  some  grades  in  a number  of 
professional  classes  in  a few  departments  were  introduced,  it  was  not  until 
1946  that  a series  of  general  service  professional  classes  concerned  with  works 
was  introduced  with  standardised  rates  of  pay  and  conditions  of  service  and 
centralised  recruitment.  At  the  same  time  the  technical  works,  engineering 
and  allied  classes  were  given  a common  structure,  scales  of  pay  and  conditions 
of  service,  as  were  the  draughtsmen  classes. 

20  It  is  not  proposed  to  describe  the  origins  of  each  of  the  classes  which 
is  the  subject  of  a chapter  in  Part  II  of  this  Memorandum,  but  broadly  the 
tendency  has  been  to  create  new  general  classes  when  the  use  of  particular 
specialists  has  become  widespread,  either  because  of  new  functions  assumed 
by  Government  departments  or  because  of  the  tendency  to  create  new  and 
rather  more  specialised  departments.  Despite  the  creation  of  the  many 
general  service  grades  of  specialists,  a wide  variety  of  departmental  specialists 
grades  remain,  either  because  departments  require  particular  specialist  qualifi- 
cations and  experience,  or  because  the  specialists  concerned  are  employe 
on  work  which  substantially  differs  from  that  on  which  the  generality  ot 
otherwise  similarly  qualified  people  in  the  Service  are  employed. 


1 Carpenter  Committee:  Report  of  the  Committee  on  the  Staffs  of  Government  Scientific 

^BMloTcommittee  on  Scientific  Staff  (1945).  The  Report  was  published  as  an  annexe 
to  “ The  Scientific  Civil  Service  ’’  (Cmd.  6679). 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


18 


Introductory  factual  Memorandum 


CHAPTER  4 
PAY 

Scales,  Ranges  and  Flat  Rates 

21.  The  pay  of  each  grade  within  a class  may  be  on  a scale  or  at  a flat 
rate.  The  more  common  of  these  is  the  scale  of  pay,  on  which  the  officer 
progresses  from  the  point  of  entry  by  regular  annual  increments  to  the 
maximum.  The  progression  to  the  maximum  is  not  fully  automatic  since 
every  established  officer  on  appointment  is  required  to  undergo  a period  of 
probation,  and  in  certain  grades  there  are  efficiency  bars  on  pay  scales. 
Increments  may  be  withheld  for  serious  inefficiency  or  disciplinary  offences' 
though  this  is  not  common.  Certain  unestablished  staff  (normally  at  higher 
executive  officer,  assistant  principal— -or  equivalent— level  and  above)  are 
paid  on  what  are  known  as  ranges.  These  differ  from  scales  of  the  normal 
type  in  that  incremental  progression  may  be  irregular,  and  the  rules  for 
starting  pay— see  below— are  more  flexible.  Flat  rates  are  generally  found 
at  the  higher  levels  of  the  Civil  Service  (above,  say.  £3,500  a year)  or  some- 
times at  a lower  level  where  a post  is  the  top  of  a hierarchy.  They  may  also 
be  used  where  officers  are  employed  on  short-term  engagements  of  a some- 
what specialised  character  lasting  between  two  and  three  years. 


Allowances  and  Special  Increases 

22.  In  certain  cases,  officers  may  be  given  allowances,  in  addition  to  the 
pay  for  their  grade,  if  they  are  performing  duties  (e.g.,  private  secretary  or 
certain  supervisory  duties)  which  exceed  the  normal  duties  of  the  grade  but 
are  not  equivalent  to  those  of  the  next  higher  grade.  There  is  also  a system 
of  accelerated  advancement  within  pay  scales  by  what  are  known  as  “ special 
increases”  These  are  given  to  officers  in  certain  grades  on  the  acquisition 
ot  specified  qualifications  or  on  satisfactory  completion  of  a probationary 
penod  etc.  Extra  pay  however  is  not  given  to  an  officer  doing  no  more 
iuV—i  “ormal  dutles  ,of  hls  grade,  however  outstanding  he  may  be.  In 
the  Civil  Service  exceptional  merit  may  be  recognised  only  by  accelerated 
promotion.  J J 


Starting  Pay  and  Assimilation 

23’7~51}  Starling  Pay  on  Entry  to  the  Civil  Service.  On  appointment  to 
an  established  post  entry  is  at  the  minimum  of  the  scale  or,  in  the  case  of 
afTnf’rt6*1  saales  scales  which  are  at  all  or  some  points  geared  to  the 
i®  l hC  °ffiCer)  th®  appropriate  age  point.  Candidates  who  are  over 
f?r  ^hlC  1 3 pay  point  is  Prescribed  enter  at  the  highest 
on,th.e  scale.  In  some  grades,  however,  notably  in  the  professional 
C aSSes’  h.e  Cml  Service  Commission  Selection  Board  is  given 
StaJtlng  saIaries  above  the  normal  entry  point  but 
in  this  retra  g*  ° por  the  grade.  The  Board  bases  its  recommendations 

workonyKSi.^SS^qU^ti0,U  for  “ eXperienCe  °f  the 
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(ii)  From  1st  July,  1967  a new  method  of  determining  starting  pay  on 
promotion  was  introduced,  with  the  object  of  simplifying  the  system  and  of 
eliminating  anomalies  between  individual  officers  which  previously  arose  in 
some  circumstances  when  revised  pay  scales  were  introduced.  The  new  system 
provides  for  entry  into  the  scale  of  the  higher  grade  at  either  the  minimum,  or 
at  the  appropriate  age  point  (including  the  highest  age  point  for  officers  over 
that  age),  or  at  some  other  point  on  the  new  scale  which  ensures  that  there  is 
an  improvement  in  the  officers  pay  on  promotion.  It  is  based  on  ready 
reckoners,  the  construction  of  which  is  agreed  with  the  National  Staff  Side, 
which  automatically  show  the  point  on  the  pay  scale  of  the  higher  grade  to 
which  the  promoted  officer  should  be  assimilated.  The  pay  of  a promoted 
officer  must  not  exceed  the  maximum  of  the  higher  scale  and,  in  the  case  of 
age-pointed  scales,  must  not  be  more  than  he  would  have  been  receiving  had 
he  entered  the  grade  at  the  minimum  recruiting  age : the  ready  reckoners  also 
ensure  that  these  conditions  are  met. 

(iii)  Assimilation  to  revised  scales  of  pay  is  normally  by  corresponding 
points ; that  is,  the  scales  are  aligned  so  that  the  minima,  or  appropriate  age 
points,  correspond  and  an  officer  enters  the  new  scale  at  the  point  opposite 
that  reached  on  the  old  scale. 


London  Weighting 

24.  Non-industrial  civil  servants  have  a national  rate  of  pay  which  applies 
to  all  areas,  but,  with  the  exceptions  mentioned  below,  officers  employed  in 
London  receive  a pensionable  addition  to  this  rate,  known  as  London  weight- 
ing. There  are  two  scales  of  London  weighting,  for  Inner  and  Outer  London. 
The  former  applies  to  officers  employed  within  a radius  of  four  miles  from 
Charing  Cross.  The  latter  applies  to  officers  employed  outside  Inner  London 
but  within  a radius  of  1 6 miles  from  Charing  Cross. 

25.  The  National  Board  for  Prices  and  Incomes  was  asked  in  March  1967 
to  examine  the  principles  and  considerations  which  should  determine  rates  of 
London  weighting  in  the  non-industrial  Civil  Service ; and  the  curre°J  standard 
London  weighting  additions  were  introduced  with  effect  from  1st  November, 
1967  following  their  report.  They  are  fiat  rates  applicable  to  all  salary  points 
and  replaced  scales  which  were  related  to  national  salaries. 


26.  The  rates  are 


(a)  Staff  on  annual  salaries 

(b)  Weekly-paid  staff 

(c)  Hourly-paid  part-time  staff  whose  full- 

time equivalents  are  conditioned  to  a 
43  hour  week 


Inner 

London 

£125 

48s. 


Is.  Id. 


Outer 

London 

£75 

29s. 


8d. 


27.  A few  grades  (for  example  prison  officers)  have  undifferentiated  rates 
of  nav  which  apply  irrespective  of  location,  and  these  grades  do  not  receive 
London  weighting.  Moreover,  as  recommended  by  the  Standing  Advisory 
Committee  on  the  Pay  of  the  Higher  Civil  Service1  London  weighting  additions 

> Report  of  the  Standing  Advisory  Committee  on  the  Pay  of  Higher  Civil  Service  (Seventh 
Report,  5th  August,  1965). 
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do  not  apply  to  officers  at  Deputy  Secretary  level  and  above  with  effect  from 
1st  September,  1965. 

Principles  for  Determining  Pay 

28.  The  principles  on  which  pay  in  the  non-industrial  Civil  Service  is 
currently  determined  stem  from  the  recommendations  of  the  Royal  Commis- 
sion on  the  Civil  Service,  1953-55  (the  Priestley  Commission).  This  Com- 
mission was  set  up  to  consider  and  make  recommendations  on  certain 
questions  concerning  the  pay  and  conditions  of  service  of  civil  servants 
within  the  scope  of  the  Civil  Service  National  Whitley  Council.  It  made 
a number  of  recommendations  (summarised  in  paragraph  769  of  its  Report) 
which  include  the  following  :- 

(i)  “ the  primary  principle  of  Civil  Service  pay  should  be  fair  com- 
parison with  the  current  remuneration  of  outside  staffs  employed 
on  broadly  comparable  work,  taking  account  of  differences  in  other 
conditions  of  service  ”. 

(ii)  “ internal  relativities  should  be  used  as  a supplement  to  the  principle 
of  fair  comparison  in  settling  Civil  Service  rates  in  detail,  and  may 
have  to  be  the  first  consideration  when  outside  comparisons  cannot 
be  made,  but  they  should  never  be  allowed  to  override  the  primary 
principle  or  to  become  rigid.” 

(iii)  “ In  applying  the  principle  of  fair  comparison  a clear  distinction 
should  be  made  between  fact-finding  (that  is,  the  two  processes  of 
establishing  job  comparability  and  the  discovery  of  the  pay  and 
conditions  of  service  attaching  to  jobs  regarded  as  comparable)  and 
negotiation.” 

(iv)  “ Fact-finding  should  be  assigned  to  a branch  of  the  Civil  Service 
not  directly  connected  with  those  divisions  of  the  Treasury  respon- 
sible for  questions  of  pay  and  conditions  of  service.” 

(v)  “ In  times  of  unusually  marked  and  rapid  movements  in  outside 

rates  the  pay  of  the  lower  and  middle  ranks  of  the  Service  should 
be  adjusted  by  means  of  a central  settlement  based  on  a single 
formula,  which  will  be  a matter  for  negotiation  in  the  light  of  the 
evidence  available  about  trends  in  comparable  outside  employ- 
ment. . . .” 

29.  The  reasoning  on  which  these  recommendations  are  based  is  to  be 
found  in  Chapter  IV  of  the  Report.  In  Section  V of  that  chapter,  the  Com- 
mission considered  and  rejected  the  alternative  proposition  that  a fair  relativity 
between  the  Civil  Service  and  outside  employment  should  be  maintained  by 
looking  at  general  trends  in  wages  or  salaries  over  a period,  and  recommended 
that  comparisons  should  be  with  current  rates  rather  than  with  trends  in 
outside  remuneration.  (Recommendation  6 in  paragraph  769.) 

30.  Following  the  Report  of  the  Royal  Commission,  the  Official  and  Staff 
Sides  of  the  National  Whitley  Council  signed  an  Agreement  in  1956.  The 
Official  Side  indicated  that  the  Government  accepted  the  Royal  Commission’s 
recommendations  while  the  Staff  Side  agreed,  subject  to  reservations,  that 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Introductory  Factual  Memorandum  21 

“ fair  comparison  ” was  a valid  and  valuable  principle  in  Civil  Service  pay 
negotiations.  The  Official  and  Staff  Sides  also  agreed  to  set  up  the  new 
machinery  recommended  by  the  Royal  Commission  to  ascertain  the  facts 
necessary  for  applying  “ fair  comparison  ” in  negotiations  on  Civil  Service 
pay.  The  form  of  the  new  machinery  and  its  terms  of  reference  are  set  out 
in  Appendix  A. 

The  Civil  Service  Pay  Research  Unit 

31.  In  accordance  with  this  National  Whitley  Council  Agreement  the  Civil 
Service  Pay  Research  Unit  was  set  up  and  began  operations  in  October, 
1956.  The  principal  officer  in  the  Unit  (the  Director)  is  appointed  by  the 
Prime  Minister.  He  and  his  supporting  staff  are  responsible  for  the  day-to- 
day  activities  of  the  Unit.  They  are,  however,  under  the  general  control 
and  direction  of  the  National  Whitley  Council,  through  a committee  composed 
of  an  equal  number  of  members  from  each  side. 

32.  The  functions  of  the  Pay  Research  Unit  are  confined  to  fact-finding. 
The  terms  of  reference  of  the  Unit  (see  Appendix  A)  provide  for  the  Unit: 

(i)  to  establish  job  comparability,  due  allowance  being  made,  for  differ- 
ences in  grading  Structure;  and 

(ii)  to  discover  the  pay  and  conditions  of  service  that  attach  to  jobs 
regarded  as  comparable  with  those  in  the  Civil  Service. 

The  Unit  is  limited  by  its  terms  of  reference  to  the  description  and  definition 
of  the  similarity  or  differences  in  the  duties  of  the  grades  with  which  com- 
parison is  being  made.  The  Unit  does  not  attempt  to  evaluate  the  differences. 
The  term  “ conditions  of  service  ” is  interpreted  so  as  to  cover  not  only 
such  matters  as  hours  and  leave,  but  also  such  questions  as  superannuation, 
luncheon  vouchers  and  other  “ fringe  benefits  ”.  A brief  description  of  pay 
research  procedure  is  given  in  the  note  at  Appendix  B. 


Pay  of  the  Higher  Civil  Service 

33.  The  Royal  Commission  reached  conclusions  and  made  specific  recom- 
mendations in  relation  to  the  pay  of  the  Higher  Civil  Service.  (The  Royal 
Commission  defined  Higher  Civil  Service  as  all  staffs  whose  salary  maximum 
or  whose  fixed  rate  exceeded  the  maximum  of  the  principal  scale  (at  present 
(3,107)).  The  more  important  conclusions  and  recommendations  were  as 
follows 

(i)  “ in  determining  the  remuneration  of  the  Higher  Civil  Service,  regard 
should  be  had  to  salaries  in  industry  (private  and  nationalised), 
commerce  and  finance ; to  comparisons  that  can  be  made  with  other 
public  services  (for  example  senior  posts  in  a local  authority)  and 
with  senior  university  staffs;  and  the  level  of  remuneration  which 
will  be  considered  reasonable,  in  the  light  of  tradition  and  con- 
vention, for  the  most  senior  civil  servants  ”. 

(ii)  “ There  should  be  appointed  a Standing  Advisory  Committee  of  say 
five  persons  chosen  to  reflect  a cross-section  of  informed  opinion 
in  the  country  at  large,  with  the  function  of  exercising  a general 
oversight  of  the  remuneration  of  the  Higher  Civil  Service  ”. 
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34.  Following  the  report  of  the  Royal  Commission  a Standing  Advisory 
Committee  was  set  up  in  February,  1957.  The  Committee  exercises  a general 
oversight  of  major  questions  affecting  the  remuneration  of  the  Higher  Civil 
Service,  and  advises  the  Government,  at  the  latter’s  request  or  on  its  own 
initiative,  on  what  changes  are  desirable  in  remuneration  of  these  officers. 
Its  findings  are  not  binding  on  the  Government  (though  the  Royal  Com- 
mission thought  that  it  would  be  most  unlikely  that  the  Government  would 
fail  to  take  action  when  such  a committee  tendered  advice). 

35.  The  Standing  Advisory  Committee  has  undertaken  general  reviews  of 
Higher  Civil  Service  pay  in  1959,  1963  and  1965.  It  has  also  made  recom- 
mendations separately  about  the  pay  of  the  assistant  secretary  grade  (and 
equivalent  grades  in  other  classes)  following  pay  research  surveys  at  this 
level. 

Developments  since  the  Royal  Commission’s  Report 

36.  One  of  the  principal  tasks  of  the  Committee  (referred  to  in  paragraph 
31  above)  is  to  determine  which  classes  and  grades  are  to  be  made  the 
subject  of  pay  research  surveys  each  year.  In  the  early  stages  the  determination 
of  the  programme  was  arranged  by  the  Steering  Committee  so  as  to  provide 
one  year’s  work  at  a time.  It  increasingly  became  apparent  that  the  full 
process  of  pay  research — that  is  to  say,  not  only  the  Unit’s  own  researches, 
but  the  planning  and  preparation  of  the  surveys  beforehand  and  of  the 
analysis  and  use  of  the  report  afterwards — was  taking  longer  than  was 
expected;  and  that  it  would  not  be  possible  for  the  Unit  to  survey  all  the 
grades  in  the  non-industrial  Civil  Service  if  the  frequency  between  surveys 
for  any  particular  grade  or  class  was  not  to  be  overlong.  The  implication 
was  therefore  that  there  should  be  a move  in  the  direction  of  confining  pay 
research  to  the  more  important  classes  and  grades,  leaving  revaluations  of  the 
pay  of  smaller  classes  and  grades  to  be  dealt  with  by  means  of  “ pay  links  ” 
with  pay  research  classes  or  in  other  ways.  This  question  was  discussed 
during  the  negotiation  of  the  National  Pay  Agreement  between  the  Official 
and  Staff  Sides  of  the  National  Whitley  Council  in  1960. 

National  Pay  Agreement  1960 

37.  The  1960  National  Pay  Agreement  provided:- 

(i)  for  the  main  classes  in  the  Civil  Service  to  have  a pay  research 
survey  on  the  basis  of  a five-year  cycle; 

(ii)  for  interim  adjustments  between  pay  research  surveys  by  means  of 
central  pay  settlements  (it  was  agreed  that  a review  should  take 
place,  to  see  whether  a central  pay  settlement  was  justified,  if  in 
November  of  any  year  the  Ministry  of  Labour  Index  of  Weekly 
Wage  Rates  had  risen  by  5 points  or  more  over  the  figure  which 
created  the  occasion  for  the  last  central  pay  settlement) ; 

(iii)  for  the  maintenance  of  deliberate  pay  relationships  between  grades 
within  the  Agreement ; and 

(iv)  for  pay  adjustments  (other  than  central  pay  settlements)  in  between 
pay  research  surveys  in  exceptional  circumstances,  e.g.,  a con- 
tinuing general  shortage  of  recruits,  a reorganisation  in  the  work 
of  a grade,  alterations  in  scale  structure,  etc. 
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38.  The  1960  National  Pay  Agreement  was  never  formally  ratified  by 
the  Staff  Side  of  the  National  Whitley  Council.  The  Official  Side,  however, 
proceeded  in  general  as  though  the  Agreement  had  been  ratified  and  was  in 
force. 

39.  The  Royal  Commission  had  envisaged  (see  paragraph  28  (v)  above) 
that  a central  pay  settlement  would  be  an  exceptional  measure  to  take  account 
of  exceptional  circumstances.  It  had  become  increasingly  clear  however 
that  if  civil  service  pay  was  not  to  lag  appreciably  behind  outside  rates  in 
between  pay  research  surveys,  central  pay  settlements  would  have  to  be  more 
frequent  than  anticipated  by  the  Royal  Commission.  Prior  to  the  negotiation 
of  the  1960  National  Pay  Agreement,  there  were  central  pay  increases  ol 
5 per  cent,  with  effect  from  1st  July,  1957  and  3J  per  cent,  from  1st  December, 
1958.  During  the  currency  of  the  1960  Agreement  there  were  three  further 
central  pay  increases  of  4 per  cent,  from  1st  January,  1961,  4 per  cent,  from 
1st  April,  1962  and  3 per  cent,  from  1st  April,  1963. 

40.  The  creation  of  “ deliberate  pay  relationships  ” between  grades  within 
the  Agreement  meant  that  a large  number  of  grades  and  classes  who  could 
not  be  fitted  into  the  pay  research  cycle  would  nevertheless  receive  a con- 
sequential increase  on  a proportionate  basis  from  the  pay  research  settlement 
for  the  main  grade  to  which  it  was  linked. 

1964  Civil  Service  Pay  Agreement 

41  In  February,  1964  a new  Agreement  on  pay  was  reached  between  the 
Official  and  Staff  Sides  of  the  National  Whitley  Council.  This  Agreement 
(copy  at  Appendix  C)  superseded  the  1960  National  Pay  Agreement.  It 
supplemented  the  National  Whitley  Council  Agreement  of  June i,  1956  and 
superseded  any  provisions  of  that  Agreement  which  were  inconsistent  mth 
it  P The  new  Agreement  applied  to  all  grades  of  the  non-industrial  Service 
(apart  from  certain  Post  Office  departmental  grades)  with  rates  of  pay  not 
exceeding  the  maximum  of  the  administrative  class  principal. 

The  main  provisions  of  the  1964  Agreement  were  as  follows :- 

(i)  The  main  classes  and  grades  of  the  non-industrial  Civil  Service 
> should  be  subject  to  pay  research  on  the  basis  of  a four-year  cy 

to  be  authorised  by  the  Steering  Committee  for  the  Pay  Research 

(ii)  Grades  which  were  not  subject  to  pay  research  surveys  should  have 
’ an  opportunity  for  a pay  review  on  the  basis  of  a four-year  eye  . 

A pay  review  for  a grade  linked  to  a main  grade  in  pay  research 
would  take  place  in  the  same  year  as  the  “ parent”  grade  was  in 
pay  research. 

(iii)  There  would  be  central  pay  increases  for  the  grades  within  th 
’ scope  of  the  Agreement  of  3 per  cent,  at  1st  January,  1964, H p 

cent,  at  1st  January,  1965  and  31  per  cent,  at  1st  January,  1966. 

/iv)  There  might  be  very  exceptional  circumstances  in  which  it  would 
( } be  nectary  to  review  the  pay  of  a grade  between  our-yearly 
reviews  e.g.,  a reorganisation  resulting  m a substantial  alteration 
in  the  work  of  a grade,  a persistent  shortage  of  recruits,  a distortion 
of  relativities,  etc. 
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The  Agreement  provided  for  its  provisions  to  be  reviewed  during  the  course 
of  1966. 

Incomes  Policy 

42.  In  recent  years  there  has  been  a greater  emphasis  on  the  importance 
of  keeping  the  growth  of  total  money  incomes  in  line  with  the  growth  in 
real  national  output.  Proposals  for  increases  in  pay  in  the  non-industrial 
Civil  Service  based  on  the  principles  described  above  accordingly  require 
to  be  considered  in  the  light  of  the  factors  set  out  in  the  relevant  Government 
White  Papers  on  Incomes  Policy. 

1967  Agreement  on  Pay  Research  and  Pay  Negotiations  in  the  Non-Industrial 
Civil  Service 

43.  The  pay  research  and  pay  review  procedure  provided  for  in  the  1964 
Civil  Service  Pay  Agreement  tended  to  give  rise  to  considerable  backdating 
of  Civil  Service  pay  increases.  This  was  because  the  1964  Agreement  provided 
for  the  operative  date  of  pay  research  and  pay  review  increases  to  be  1st 
January  of  the  year  in  question,  since  information  about  outside  salaries 
contained  in  the  pay  research  surveys  related  to  this  date.  But  the  lengthy 
processes  of  fact-finding  and  subsequent  negotiation  often  meant  that  pay 
settlements  were  not  reached  until  many  months  after  1st  January.  Considera- 
tion was  accordingly  given  by  the  National  Whitley  Council  to  measures  to 
reduce  back  dating  of  pay  increases.  A limit  of  6 months  retrospection  (with 
small  extensions  in  exceptional  circumstances)  was  introduced  for  all  pay 
increases  with  an  operative  date  of  1st  January,  1967  or  later.  At  the  same 
time  the  Official  and  Staff  Sides  agreed  on  certain  steps  to  speed  up  the  pro- 
cesses of  pay  research  and  negotiation  on  pay  claims,  so  as  to  make  it  realistic 
to  expect  that  pay  settlements  could  in  practice  be  reached  within  six  months 
of  the  operative  date  of  the  surveys.  The  new  arrangements  were  embodied 
in  the  1967  Agreement  on  Pay  Research  and  Pay  Negotiations  in  the  Non- 
Industrial  Civil  Service.  This  agreement  supplemented  the  National  Whitley 
Council  agreement  of  1956  and  the  Civil  Service  Pay  Agreement  of  1964  and 
superseded  any  provisions  of  those  agreements  which  were  inconsistent  with  it. 
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CHAPTER  5 

HOURS,  OVERTIME  AND  LEAVE 

Hours 

44.  The  conditioned  and  minimum  hours  of  attendance  of  office  staffs  are 
41  hours  gross  a week  in  London  and  42  hours  gross  a week  elsewhere. 
Where  staff  are  employed  on  rotas  or  under  other  special  arrangements, 
including  shifts  or  a 10*  day  fortnight,  hours  are  on  average  of  41  or  42 
hours  gross  a week.  Non-office  staffs  are  usually  conditioned  to  44  hours 
gross  or  40  hours  net  a week  wherever  employed. 

45.  One  hour  is  allowed  for  lunch  on  any  full  working  day  and  this  is 
included  in  the  gross  hours  worked  a week.  The  net  working  week  of  office 
staff  is  therefore  generally  36  hours  in  London  and  37  elsewhere. 


Overtime 

46.  The  term  “ conditioned  hours  ” used  in  paragraph  44  means  the  hours 
of  duty  which  pay  is  calculated  to  cover,  and  for  staff  in  overtime  grades  _ 
the  hours  which  must  be  worked  before  overtime  is  payable.  The  rates  ot 
payment  for  staffs  whose  salary  maximums  do  not  exceed  that  of  clerical 
officer  are  (with  certain  exceptions) 

Up  to  52  hours  a week— time  rate  and  a quarter. 

Between  52  and  58  hours  a week— time  rate  and  a half. 

After  58  hours  a week— double  time. 


47  Executive  officers  and  similar  grades  are  eligible  for  hourly  overtime 
payment  at  plain  time  rate  for  all  authorised  overtime  worked  beyond  their 
conditioned  hours. 


48.  In  addition  long  hours  gratuities  may  be  paid  to  staff  in  non-overtime 
grades  with  salaries  not  exceeding  the  senior  executive  officer  maximum,  it, 
during  a period  of  three  months,  they  have  worked  on  average  at  least  five 
hours  more  a week  than  their  conditioned  hours. 


49.  No  civil  servant  is  entitled  as  of  right  to  be  absent  on  leave  for  the 
number  of  days  for  which  he  is  eligible  or  to  receive  any  forni  of  compensation 
if  his  annual  allowance  of  leave  is  curtailed  because  of  the  demands  of  work. 

50.  Subject  to  this  proviso  civil  servants  are  eligible  for  periods  of  annual 
leave  varying  according  to  their  grade  and  (usually)  length  of  service.  The 
leave  allowance  of  an  office  grade  depends  on  the  national  salary  sea  e 
maximum  of  the  grade  concerned  as  compared  with  the  national  salary  scale 
maximum  of  the  grades  referred  to  in  the  table  below. 


51.  The  leave  allowances  are  as  follows 
(a)  Staff  on  scales  with  maxima  up  to 
and  including  that  of  clerical  officer 


3 weeks;  after  10  years  total  ser- 
vice, 3 weeks  and  3 days. 
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The  Agreement  provided  for  its  provisions  to  be  reviewed  during  the  course 
of  1966. 

Incomes  Policy 

42.  In  recent  years  there  has  been  a greater  emphasis  on  the  importance 
of  keeping  the  growth  of  total  money  incomes  in  line  with  the  growth  in 
real  national  output.  Proposals  for  increases  in  pay  in  the  non-industrial 
Civil  Service  based  on  the  principles  described  above  accordingly  require 
to  be  considered  in  the  light  of  the  factors  set  out  in  the  relevant  Government 
White  Papers  on  Incomes  Policy. 

1967  Agreement  on  Pay  Research  and  Pay  Negotiations  in  the  Non-Industrial 
Civil  Service 

43.  The  pay  research  and  pay  review  procedure  provided  for  in  the  1964 
Civil  Service  Pay  Agreement  tended  to  give  rise  to  considerable  backdating 
of  Civil  Service  pay  increases.  This  was  because  the  1964  Agreement  provided 
for  the  operative  date  of  pay  research  and  pay  review  increases  to  be  1st 
January  of  the  year  in  question,  since  information  about  outside  salaries 
contained  in  the  pay  research  surveys  related  to  this  date.  But  the  lengthy 
processes  of  fact-finding  and  subsequent  negotiation  often  meant  that  pay 
settlements  were  not  reached  until  many  months  after  1st  January.  Considera- 
tion was  accordingly  given  by  the  National  Whitley  Council  to  measures  to 
reduce  back  dating  of  pay  increases.  A limit  of  6 months  retrospection  (with 
small  extensions  in  exceptional  circumstances)  was  introduced  for  all  pay 
increases  with  an  operative  date  of  1st  January,  1967  or  later.  At  the  same 
time  the  Official  and  Staff  Sides  agreed  on  certain  steps  to  speed  up  the  pro- 
cesses of  pay  research  and  negotiation  on  pay  claims,  so  as  to  make  it  realistic 
to  expect  that  pay  settlements  could  in  practice  be  reached  within  six  months 
of  the  operative  date  of  the  surveys.  The  new  arrangements  were  embodied 
in  the  1967  Agreement  on  Pay  Research  and  Pay  Negotiations  in  the  Non- 
Industrial  Civil  Service.  This  agreement  supplemented  the  National  Whitley 
Council  agreement  of  1956  and  the  Civil  Service  Pay  Agreement  of  1964  and 
superseded  any  provisions  of  those  agreements  which  were  inconsistent  with  it. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Introductory  Factual  Memorandum 


25 


CHAPTER  5 

HOURS,  OVERTIME  AND  LEAVE 

Hours 

44.  The  conditioned  and  minimum  hours  of  attendance  of  office  staffs  are 
41  hours  gross  a week  in  London  and  42  hours  gross  a week  elsewhere. 
Where  staff  are  employed  on  rotas  or  under  other  special  arrangements, 
including  shifts  or  a 10*  day  fortnight,  hours  are  on  average  of  41  or  42 
hours  gross  a week.  Non-office  staffs  are  usually  conditioned  to  44  hours 
gross  or  40  hours  net  a week  wherever  employed. 

45.  One  hour  is  allowed  for  lunch  on  any  full  working  day  and  this  is 
included  in  the  gross  hours  worked  a week.  The  net  working  week  of  office 
staff  is  therefore  generally  36  hours  in  London  and  37  elsewhere. 


Overtime 

46.  The  term  “ conditioned  hours  ” used  in  paragraph  44  means  the  hours 
of  duty  which  pay  is  calculated  to  cover,  and  for  staff  in  overtime  grades  _ 
the  hours  which  must  be  worked  before  overtime  is  payable.  The  rates  ot 
payment  for  staffs  whose  salary  maximums  do  not  exceed  that  of  clerical 
officer  are  (with  certain  exceptions) 

Up  to  52  hours  a week— time  rate  and  a quarter. 

Between  52  and  58  hours  a week— time  rate  and  a half. 

After  58  hours  a week— double  time. 


47  Executive  officers  and  similar  grades  are  eligible  for  hourly  overtime 
payment  at  plain  time  rate  for  all  authorised  overtime  worked  beyond  their 
conditioned  hours. 


48.  In  addition  long  hours  gratuities  may  be  paid  to  staff  in  non-overtime 
grades  with  salaries  not  exceeding  the  senior  executive  officer  maximum,  it, 
during  a period  of  three  months,  they  have  worked  on  average  at  least  five 
hours  more  a week  than  their  conditioned  hours. 


49.  No  civil  servant  is  entitled  as  of  right  to  be  absent  on  leave  for  the 
number  of  days  for  which  he  is  eligible  or  to  receive  any  forni  of  compensation 
if  his  annual  allowance  of  leave  is  curtailed  because  of  the  demands  of  work. 

50.  Subject  to  this  proviso  civil  servants  are  eligible  for  periods  of  annual 
leave  varying  according  to  their  grade  and  (usually)  length  of  service.  The 
leave  allowance  of  an  office  grade  depends  on  the  national  salary  sea  e 
maximum  of  the  grade  concerned  as  compared  with  the  national  salary  scale 
maximum  of  the  grades  referred  to  in  the  table  below. 


51.  The  leave  allowances  are  as  follows 
(a)  Staff  on  scales  with  maxima  up  to 
and  including  that  of  clerical  officer 


3 weeks;  after  10  years  total  ser- 
vice, 3 weeks  and  3 days. 
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(b)  Staff  on  scales  with  maxima  above 
that  of  clerical  officer  up  to  and 
including  that  of  executive  officer 


3  weeks  and  3 days;  after  10  years 
total  service,  4 weeks  and  2 
days;  after  20  years  total  ser- 
vice, 5 weeks;  after  30  years 
total  service,  6 weeks. 


(c)  Staff  on  scales  with  maxima  above 
that  of  executive  officer  up  to  and 
including  that  of  senior  executive 
officer 

(d)  Staff  on  scales  with  maxima  above 
that  of  senior  executive  officer  up 
to  and  including  that  of  assistant 
secretary 


4 weeks  and  2 days ; after  10  years 
total  service,  5 weeks ; after  20 
years  total  service,  6 weeks. 

5 weeks;  after  10  years  total 
service,  6 weeks. 


(e)  Staff  on  scales  with  maxima  above  6 weeks, 
that  of  assistant  secretary 

52.  The  above  scales  do  not  apply  to  messengerial  grades,  cleaners  and 
a number  of  other  non-office  staff,  who  are  eligible  for  two  weeks  and  three 
days  leave  a year,  rising  in  many  cases  after  ten  years  total  service  to  three 
weeks. 


53.  In  addition  all  civil  servants  are  generally  granted  a day’s  leave  with 
pay  on  the  usual  public  holidays,  and  privilege  holidays  on  the  afternoon  of 
Maundy  Thursday,  the  Queen’s  Birthday  (the  Friday  before  the  Spring 
Holiday)  and  one  day  at  Christmas.  The  total  number  of  public  and  privilege 
holidays  is  normally  eight  and  a half  days  a year. 

54.  Annual  leave  is  normally  regarded  as  sufficient  to  meet  an  officer’s 
need  to  be  away  from  work  for  any  personal  reason.  Special  leave  with 
pay  may  be  granted  for  certain  purposes,  but  within  clearly  defined  limits, 
which  are  normally  adjusted  to  take  into  account  the  individual  officer’s 
leave  allowance.  These  purposes  fall  into  four  broad  categories 

(a)  for  the  purpose  of  good  staff  relations  (e.g.  joint  meetings  of  Depart- 
mental Whitley  Councils) ; 

(*)  for  urgent  domestic  affairs  (e.g.,  bereavement)  or  for  marriage; 

(c)  for  training  in  the  Reserve  Forces  and  in  Civil  Defence; 

{d}  when  of  direct  benefit  to  the  service  (e.g.,  specialised  study  and 
research). 

. T°  take  care  of  other  possible  contingencies,  departments  have 
discretion  in  individual  cases  to  allow  a restricted  amount  of  special  leave 
without  pay,  the  dominant  consideration  being  the  interests  of  the  Service. 
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CHAPTER  6 


, SUPERANNUATION 

56.  The  Civil  Service  has  a non-contributory  superannuation  scheme 
(though  widows’  and  children’s  benefits  are  contributory)  which  is  laid  down 
in  detail  by  statute.  There  is  no  superannuation  fund,  the  amount  required 
to  pay  the  benefits  being  voted  annually  by  Parliament.  Generally,  only 
established  civil  servants  are  pensionable  (but  see  paragraph  60(c)  below); 
unestablished  employees  may  become  eligible  for  a gratuity  on  leaving  the 
service. 

57.  Pension  benefits  are  broadly  in  line  with  those  of  other  contributory 

schemes  in  the  public  sector,  which  indeed  are,  to  a considerable  extent, 
modelled  on  those  of  the  much  earlier  civil  service  scheme.  The  mam  features 
are:-  . . 

(а)  Pensions  and  lump  sums  are  awarded  on  the  basis  of  the  retiring 
salary  and  the  number  of  years  of  service.  Pension  is  awarded  at 
the  rate  of  l/80th  of  retiring  salary  and  pensionable  emoluments 
(averaged  over  the  last  three  years  of  service)  for  each  year  of 
reckonable  service.  In  addition,  a lump  sum  or  “ additional  allow- 
ance ” is  paid  at  the  rate  of  3/80th  for  each  year  of  reckonable 
Service. 

(б)  Pensions  and  lump  sums  cannot  be  awarded  until  10  years  reckon- 
able service  has  been  given.  In  cases  of  retirement  with  shorter 
service,  or  of  death  in  service,  gratuities  may  be  payable. 

(c)  Pensions  and  lump  sums  are  normally  awarded  only  on  retirement 
after  the  minimum  retiring  age  of  60. 


58.  As  it  has  developed,  more  particularly  in  recent  years,  the  civil  service 
scheme  has  acquired  a considerable  measure  of  flexibility,  so  as  to  provide 
for  the  needs  of  staff  who,  for  one  reason  or  another,  do  not  spend  their 
whole  working  life  in  the  civil  service.  These  arrangements  can  be  considered 
under  two  heads 


(a)  Movement  out; 

(b)  Movement  in  from  other  employment. 


Movement  Out 

59.  Apart  from  the  provisions  that  deal  with  premature  retirements  on 
grounds  of  ill-health,  redundancy,  or  in  the  interests  of  efficiency,  the  following 
provisions  facilitate  normal  movement  out:- 

(a)  Voluntary  retirement 

Any  civil  servant  over  the  age  of  50  who  retires  voluntarily  may 
receive  the  pension  and  lump  sum  for  which  his  service  qualifies  him. 
The  benefits  are  not  paid  until  he  reaches  his  minimum  retiring  age 
except  on  compassionate  grounds.  (A  member  of  the  Diplomatic 
Service  may  enjoy  the  same  benefits  under  the  age  of  50,  provided  t 
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he  has  served  for  not  less  than  20  years  of  which  not  less  than  8 have 
been  served  overseas.) 

(b)  The  transfer  of  accrued  civil  service  pension  rights  to  other  employment 
Reciprocal  arrangements  exist  for  transfer's  between  the  Civil  Service 

and  a very  wide  range  of  other  public  employments,  e.g.,  local  govern- 
ment, teaching,  police.  National  Health  Service,  nationalised  industries, 
and  other  smaller  bodies.  The  rules  provide  in  most  cases  for  the  old 
employer  (or  his  Superannuation  Fund)  to  pay  to  the  new  a “ transfer 
value” — a capital  sum  broadly  representing  the  value  of  the  officer’s 
accrued  pension  rights — and  for  the  officer’s  previous  reckonable  service 
to  be  treated  as  reckonable  service  in  his  new  employment  for  the 
purpose  of  the  superannuation  scheme  there.  In  such  cases  there  is  thus 
full  aggregation  of  service  for  pension  purposes.  In  other  cases,  e.g., 
transfers  to  university  employment,  a transfer  value  is  paid  but  because 
of  the  differing  nature  of  the  superannuation  schemes  the  credit  given 
in  the  new  scheme  may  not  correspond  precisely  to  the  credit  accrued 
in  the  old  scheme.  There  are  also  reciprocal  arrangements  providing 
for  the  aggregation  of  service  in  the  civil  service  and  service  in  a number 
of  “ fringe  ” bodies  (e.g.,  the  Agricultural  Research  Council  and  the 
Forestry  Commission)  for  the  purpose  of  a final  pension  based  on  total 
service  in  both  employments  and  final  salary  in  the  last  one. 

(c)  The  preservation  of  accrued  civil  service  pension  rights  on  transfer 
to  other  employment 

Where  full  transferability  as  in  (b)  above  is  not  possible,  it  may  be 
possible  to  transfer  under  “ approved  employment  ” arrangements, 
whereby  the  civil  servant  receives  the  benefits  for  which  his  civil  service 
qualifies  him  on  his  retirement  from  the  other  employment.  Approved 
employment  terms  normally  apply  to  employment  in  the  public  service 
field  in  the  United  Kingdom  or  Commonwealth  Countries  or  with  an 
international  body.  For  those  in  the  higher  Civil  Service  (i.e.,  assistant 
secretary  and  broadly  equivalent  ranks  and  above)  virtually  all  employ- 
ments may  be  approved,  including  employments  of  a purely  private  or 
commercial  nature. 

Appendix  D shows  the  numbers  retiring  voluntarily  or  transferring  to  other 
employments  as  described  in  (a),  (b)  and  (c)  above,  for  the  years  1960-64. 

Movement  In 

60.  The  following  provisions  apply  :- 
(a)  “ Added  years  ” 

An  established  civil  servant  who  is  recruited  in  mid-career  may  be 
allowed  to  count  his  service  after  the  age  of  40  at  8/5ths  of  its  actua 
length,  any  earlier  service  being  ignored.  This  is  done  by  a Treasury 
direction  which  has  to  be  laid  before  Parliament.  It  is  used  sparingly, 
as  an  essential  inducement  to  persons  with  special  qualifications  who  are 
recruited  to  posts,  particularly  more  senior  posts,  in  grades  above  the 
basic. 
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(b)  Preservation  of  existing  rights 

Staff  entering  after  pensionable  employment  elsewhere  in  the  public 
sector  may  bring  their  existing  rights  with  them  under  the  arrangements 
described  in  paragraph  59  (b)  above.  If  they  return  from  approved 
employment  (paragraph  59  (c))  their  earlier  service  in  the  Civil  Service 
is  aggregated  for  pension  purposes. 

(c)  Membership  of  other  schemes 

The  Treasury  has  power  to  pay  the  employer’s  contributions  to  out- 
side superannuation  schemes  as  an  alternative  to  benefits  under  the 
Superannuation  Act.  This  is  mainly  used  to  maintain  membership  of 
the  Federated  Superannuation  System  for  Universities  for  unestablished 
members  of  the  scientific,  economist  and  statistician  classes.  It  is  also 
occasionally  used  to  keep  up  the  personal  insurance  policies  of  persons 
whose  services  are  needed  for  limited  periods.  (See  also  paragraph  300.) 
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CHAPTER  7 

THE  CIVIL  SERVICE  COMMISSION 

61.  Selection  and  certification  of  candidates  for  permanent  posts  in  the 
Civil  Service  is  in  the  hands  of  the  Civil  Service  Commissioners. 

62.  Their  authority  currently  derives  from  an  Order  in  Council  of  3rd 
August,  1956.  This  provided  that  with  certain  exceptions,  such  as  Crown 
appointments,  no  person  should  be  appointed  to  a permanent  situation  in 
the  Home  Civil  Service  or  the  Foreign  Service  until  a certificate  of  his  qualifi- 
cation had  been  issued  by  the  Commissioners.  The  Order  empowered  the 
Commissioners  to  make  regulations  prescribing  the  manner  in  which  persons 
were  to  be  admitted  to  those  Services. 

63.  The  conditions  governing  the  issue  of  certificates  of  qualification  by 
the  Commissioners  are  set  out  in  general  regulations  made  by  the  Com- 
missioners under  the  1956  Order  in  Council  as  amended  by  a 1964  Order. 
These  lay  down  the  principle,  introduced  nearly  a century  ago,  that  the  normal 
method  of  entry  to  appointments  requiring  the  Commissioners  certificate 
should  be  by  “ prescribed  competitions,  open  to  all  persons  of  the  requisite 
age,  health,  character,  and  other  qualifications 

64.  On  the  basis  of  these  authorities  the  Commissioners  normally  insist 
that  recruitment  to  permanent  posts  must  by  by  “ open  ” competition  in 
which  all  eligible  applicants,  both  within  and  outside  the  Civil  Service,  are 
considered  on  equal  terms.  For  many  general  service  classes  and  depart- 
mental grades,  however,  the  Commissioners  also  hold  “ limited  ” competitions 
designed  to  afford  special  opportunities  of  permanent  appointment  or  pro- 
motion for  particular  categories  of  staff  already  employed  in  the  Service  in 
a temporary  or  permanent  capacity. 

65.  There  is  a large  number  of  subordinate  grades,  e.g.  messengers,  cleaners, 
machine  operators,  for  which  recruitment  by  either  open  or  limited  com- 
petition on  formal  lines  would  be  inappropriate  and  impracticable.  For  these 
grades,  rules  have  been  agreed  between  the  Commissioners,  the  Treasury 
and  the  employing  Departments,  under  which  staff  initially  recruited  by  the 
Departments  on  an  unestablished  basis  may  be  nominated  to  the  Com- 
missioners after  a period  of  satisfactory  service  for  established  appointment 
without  further  test. 

66.  In  one  important  respect  the  functions  of  the  Commissioners  are 
reinforced  by  statute.  The  Superannuation  Act,  1965  provides  that  (with 
certain  exceptions)  no  civil  servant  can  be  awarded  a pension  on  retirement 
unless  he  has  been  admitted  to  the  Civil  Service  with  the  Commissioners’ 
certificate. 

67.  The  recruitment  needs  of  the  Service  have  increased  greatly  since  the 
war  as  the  tasks  of  Government  have  grown.  National  demand  has  also 
increased  for  many  kinds  of  staff.  In  these  circumstances  the  Commissioners 
have  acquired  a positive  recruiting  role  in  addition  to  their  traditional 
function  of  selection.  This  has  involved  a substantial  increase  in  their  publicity 
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effort  not  only  through  information  booklets  and  press  advertisements  but 
also  in  the  development  of  direct  links  with  the  universities  and  schools. 

68.  There  is  a continuous  process  of  consultation  between  the  Comis- 
sioners,  the  Treasury  and  the  departments,  for  whom  the  Commissioners 
recruit,  about  recruitment  requirements,  the  work  to  be  done,  the  qualifi- 
cations and  type  of  person  wanted  and  the  numbers  needed  from  time  to 
time.  The  general  regulations  made  by  the  Commissioners  under  the  Orders 
in  Council  are  subject  to  the  approval  of  the  Treasury  and  similar  approval 
is  required  for  the  regulations  governing  particular  competitions.  But  the 
Commissioners  alone  are  responsible  for  the  application  of  the  regulations ; 
and  they  have  the  sole  responsibility  for  determining  who  shall  be  declared 
successful  and  certificated. 

69.  The  Commissioners  are  not  normally  concerned  with  such  matters  as 
confirmation  of  appointment  at  the  end  of  probation,  or  promotion.  There 
are,  however,  certain  exceptions,  including  the  following: 

(a)  the  probation  of  new  entrants  to  the  administrative  class  is  reviewed 
by  a Central  Probation  Board,  of  which  the  First  Commissioner  is 
the  Chairman;  confirmation  of  appointment  is  subject  to  an  agreed 
decision  by  the  First  Commissioner  and  the  head  of  the  probationer’s 
department  in  the  light  of  the  Board’s  recommendation. 

(b)  Departments  may  not  promote  officers  below  specified  ages  from 
other  classes  to  the  grades  of  executive  officer  or  assistant  principal  ; 
entry  to  these  grades  is  through  the  appropriate  open  or  limited 
competition. 

(c)  From  time  to  time  centralised  exercises  are  conducted  by  the  Com- 
missioners for  the  promotion  of  officers  in  other  classes  to  the 
principal  grade  of  the  administrative  class. 

Appointment  of  Commissioners 

70.  To  mark  their  independent  status,  especially  in  regard  to  the  selection 
of  individuals,  the  Commissioners  hold  their  appointments  directly  from  the 
Crown  and  are  appointed  by  Order  in  Council.  There  are  five  Commis- 
sioners at  present;  they  are  the  First  Commissioner,  who  is  the  Head  of  the 
Department,  the  Secretary,  the  Director  of  Examinations,  the  Scientific  and 
Engineering  Adviser  and  the  Chairman  of  the  Civil  Service  Selection  Board. 

Staff  numbers  and  costs 

7 1 Staff  numbers  in  the  Civil  Service  Commission  are  at  present  about  690 
The  net  Estimate  for  1968-69  is  £1-36  million,  of  which  a little  less  than  half 
is  for  staff  and  about  a quarter  for  advertising. 

Annual  Reports 

72.  The  Commissioners  present  an  Annual  Report  on  their  work  to  H.M. 
the  Queen.  The  Reports  are  for  calendar  years  and  they  include  a number  of 
tables  showing  the  results  of  recruitment  to  the  various  Civil  Service  Classes. 


2 
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PART  II  - NOTES  ON  PARTICULAR  CLASSES 

CHAPTER  8 

INTRODUCTORY  NOTES  TO  PART  II 

Numbers 

73.  Figures  are  given  in  each  of  the  tables  for  permanent  and  temporary 
staff  by  grade  at  1st  April  1967.  Part-timers  have  been  counted  as  half 
Unless  otherwise  stated  the  figures  have  been  derived  from  the  annual  return 
of  posts  and  staff  in  post. 

Pay 

74.  Except  where  otherwise  shown,  the  rates  of  pay  quoted  are  those 

effective  from  1st  January,  1966  and  are  the  national  rates.  In  addition 
staff  below  deputy  secretary  level  working  in  London  receive  London  weightine 
at  various  rates  (see  Chapter  4).  6 *. 

Recruitment  position 

75.  The  statistical  tables  provided  for  each  class  indicate  the  recruitment 
position  from  1960  to  date  as  far  as  information  is  available  centrally  For 
classes  where  recruitment  is  wholly  or  partly  by  the  Civil  Service  Commission 
the  tables  normally  show:  in  the  first  column,  the  number  of  vacancies 
notified  by  departments  to  the  Civil  Service  Commission;  in  the  next  column 
the  number  of  applications  received,  and  in  the  third  column,  the  number  of 
candidates  declared  successful.  The  fourth  column  shows,  for  years  up  to 
1965,  the  number  of  successful  candidates  for  whom  a certificate  of  qualifica- 
tion was  issued.  The  Commission  agreed  to  produce  figures  of  appointments 
rather  than  the  number  of  certificates  issued  because  this  information  was 
more  relevant  to  the  needs  of  the  Service.  This  means,  however,  that  strictly 
comparable  figures  are  not  available  for  all  years.  The  figures  in  brackets  for 
1964  and  1965  are  the  numbers  who  actually  were  appointed.  Although 
some  candidates  decline  appointment  after  certification,  their  number  is 
small  and  for  1966  the  Commission  have  confined  their  statistics  to  the 
numbers  appointed. 

Numbers  of  posts  and  staff  in  post 

76.  A separate  table  indicates,  for  1960-67  for  most  professional,  scientific 
and  technical  classes,  and  for  1966  and  1967  for  most  others,  the  relationship 
between  the  number  of  posts  and  the  number  of  staff  in  post  (both  permanent 
and  temporary)  at  1st  January  up  to  1966  and  at  1st  April,  1967.  There  was 
no  return  in  1962  and  figures  for  some  of  the  professional,  scientific  and 
technical  classes  are  not  available  for  the  earlier  years.  There  are  liable  to  be 
variations  between  departments  in  the  extent  to  which  the  figures  of  numbers 
ot  posts  reflect  such  things  as  current  recruitment  difficulties,  or  changes  of 
organisation  or  work  load  which  may  not  be  permanent,  although  they  have 
affected  the  in-post  strength,  or  the  number  of  vacancies  declared  or  both. 

1 he  figures  are  therefore  a general  guide  only. 

77.  The  vacancies  notified  to  the  Commission  are  an  estimate  of  Depart- 
ments needs  for  established  officers  over  a period,  taking  into  account,  inter 
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alia  oast  and  prospective  retirements,  transfers  and  promotions,  but  the 
figures  for  Ae  excess  or  shortfall  of  staff  in  this  table  relate  to  the  position 
on  a dven  day  In  many  classes  some  or  all  of  the  permanent  vacancies  are 
filled  by  the  recruitment  of  temporary  staff  who  may  seek  establishment  after 
a period  of  unestablished  service. 


Recruitment  arrangements  and  entry  qualifications 

78  Except  where  otherwise  stated,  the  entry  qualifications  and  other 
descriptions'  relate  to  the  recruitment  of  established  staff.  In  general,  how- 
ever, departments  follow  these  criteria  in  recruiting  temporary  staff,  particu- 
larly for  those  grades  to  which  they  recruit  people  in  an  unestablished  capacity 
with  a view  to  establishment  through  a competition  °r  by  nominaticm  afta 
a relatively  short  period  of  service.  Upper  or  lower  age  limits,  or  both  apply 
to  many  classes.  Wherever  these  are  shown,  they  are  inclusive.  There  are  no 
general  age  limits  for  candidates  for  temporary  Government  employment, 
although  exceptionally  a department  may  consider  it  desirable  to  impose  an 
upper  age  limit  for  particular  posts  or  grades.  The  information  relating  to 
conditions  of  entry  to  the  various  grades  relates  to  the  position  in  October 
1967  but  the  Civil  Service  Commission  and  the  Treasury  constantly  modify 
age  limits,  qualifications  and  other  relevant  conditions  of  entry  to  meet 
current  needs. 


79.  Open  competitions  are  open  to  all  who  meet  the  requirements  laid 
down,  including  serving  civil  servants.  Limited  competitions  are  restricted 
to  serving  civil  servants. 
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CHAPTER  9 

THE  PROFESSIONAL  ACCOUNTANT  CLASS 

Duties 

80.  Most  government  accounting  work  is  carried  out  by  the  executive  class, 
with  assistance  from  the  clerical  class,  but  in  a few  departments  there  is 
work  which  calls  for  the  services  of  professionally  qualified  accountants  with 
wide  practical  experience  of  accounting  practice  in  industry  and  commerce. 
Where  it  is  necessary  to  obtain  high  level  professional  advice  on  accounting 
matters  it  is  the  practice  to  obtain  the  services  of  outside  consultants. 

Numbers  and  Pay 


81.  The  class  is  divided  into  the  following  grade: 


Numbers  at  1.4.67 

Pay  from 
1.1.66 

Permanent  Temporary 

Total 

£ a year 

Director  

6 

— 

6 

3,500-4,265 
and  4,500* 

Assistant  director  ... 

20 

— 

20 

3,081-3,650 

Chief  accountant 

79 

2 

81 

2,335-2,925 

Senior  accountant  ... 

...  152 

55 

207 

1,682-2,319 

Accountant 

11 

13 

24 

1,194-1,6821 

Total  

...  268 

70 

338 

Notes: 

* From  1.9.65. 

t This  scale  is  age  pointed  from  age  25  at  the  minimum  to  age  34.  Established  or  scale- 
paid  temporary  officers  in  the  accountant  grade  who  have  been  confirmed  in  their  appoint- 
ments after  satisfactorily  completing  a period  of  probation  of  at  least  two  years  (or,  where 
appropriate,  an  equivalent  period  of  time)  receive  a special  increase  of  £80. 

Structure 

82.  The  main  grade  is  that  of  senior  accountant,  accountant  being  largely 
a recruiting  grade.  The  normal  hierarchy  ends  with  the  grade  of  chief 
accountant,  but  there  are  a small  number  of  directing  posts  above  that  level. 
A few  departments  employ  accountants  in  an  advisory  capacity.  The  grading 
of  these  posts  depends  very  much  on  the  job  in  question  rather  than  the 
presence  of  more  junior  accountants  in  the  same  department.  The  Ministry 
of  Technology  and  the  Board  of  Trade  are  the  departments  which  employ 
most  professional  accountants. 

Recruitment 

83.  Recruitment  is  by  open  competition  to  the  basic  grade  of  accountant 
and  also  to  the  senior  accountant  grade.  For  the  basic  grade  candidates  must 
be  at  least  23  years  of  age;  there  is  no  upper  age  limit.  For  the  senior  account- 
ant grade  candidates  must  be  at  least  30  and  under  45  years  of  age,  with  an 
extension  for  forces  and  overseas  Civil  Service  candidates. 
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84.  Membership  of  the  Institute  of  Chartered  Accountants  in  England  and 
Wales  (or  its  Scottish  or  Irish  equivalent)  or  the  Association  of  Certifi 
and  Corporate  Accountants  is  essential.  Candidates,  are  also  req“red  * 
have  had  professional  experience,  including  experience  in  a professional  offic 
(either  before  or  after  qualification). 

85.  The  following  table  sets  out  the  recruitment  position  in  the  last  six 
years: 


1960 

1961 

1962 

1963 

1964 

1965 

1966 


Certificated! 

Vacancies  Applications  Successes  Appointed 
18  19  7 5 

32  106  32  28 

23  53  12  9 

22  31  9 7 

35  88  24  18  (11) 

42  45  9 6 (6) 

43  45  10  6 


86.  The  following  table  sets  out  the  number  of  posts  and  staff,  and  the 
excess  or  shortfall  on  1st  January: 


Posts 

Staff  in  post 

Exces 

shor 

s or 
fall 

Permanent 

Temporary 

Total 

No.. 

% 

1960 

1961 

1963 

1964 

1965 

1966 

1967 

(1st  April) 

334 

442* 

319 

348 

343 

379 

390 

271 

261 

275 

280 

274 

275 
268 

74 

78 

63 

67 

51 

59 

70 

345 

339 

338 

347 

325 

334 

338 

+ 11 
-103 
+ 19 
-1 
-18 
-45 
-52 

+3'2 
— 23*3 
+5-9 
-0-2 
-5-2 
-11-9 
-13-3 

* Increase  and  subsequent  decrease  due  to  changes  in  the  former  Ministry  of  Aviation. 


Representation 

87.  The  recognised  staff  association  is  the  Institution  of  Professional  Civil 
Servants. 
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CHAPTER  10 
THE  ACTUARIES  CLASS 

Duties 

88.  Actuaries  are  almost  exclusively  employed  in  the  Government  Actuary’s 
Department. 


Numbers  and  Pay 

89.  The  class  is  divided  into  the  following  grades: 


Numbers  at  1.4.67 
Permanent  Temporary  Total 

Pay  from 
1.1.66 
£ a year 

Senior  posts 

2 

— 

2 

5,250  and 

Principal  actuary  

4 

4 

7,200* 

3,500-4.500* 

Actuary  

11 

— 

11 

2.571-3,107 

Assistant  actuary  

7 

1 

8 

1,977-2.411 

Actuarial  assistant  (qualified) 

— 

— 

— 

1.574 1,874 

Actuarial  assistant  (unqualified) 

7 

7 

584- ■ 1,457ft 

Total  

31 

1 

32 

Notes: 

* From  1.9.65. 

f Age  pointed  from  age  18  at  the  minimum  to  age  25  (£1,034). 

+ From  1.8.67. 

90.  The  actuarial  assistant  (unqualified)  also  receives  a special  increase  of 
£55  on  passing  the  final  part  of  the  Institute  of  Actuaries  Intermediate 
examination,  and  a second  special  increase  of  £65  (subject  to  the  maximum 
of  the  scale)  on  becoming  an  associate,  or  reaching  the  corresponding  stages 
in  the  examination  of  the  Faculty  of  Actuaries. 

Structure 

91.  The  two  senior  posts  in  this  class  are  the  Government  Actuary  and 
his  Deputy.  Unlike  recruits  to  many  other  professional  classes  in  the  Civil 
Service  most  recruits  to  the  actuary  class  receive  their  professional  training 
after  entry  to  the  service.  Officers  being  trained  are  graded  as  actuarial 
assistant  (unqualified). 

Recruitment 

92.  There  is  recruitment  to  the  grade  of  actuarial  assistant  (unqualified) 
by  the  executive  class  open  competitions  (candidates  must  have  muthe- 
matics  as  one  of  their  “ A ” level  subjects).  Recruitment  to  the  grades  of 
qualified  assistant  actuary  or  actuary  is  also  by  open  competition,  the  grade 
of  appointment  depending  on  the  candidate’s  age,  qualifications  and  experi- 
ence. Candidates  must  be  (or  become  before  appointment)  Fellows  of  the 
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Institute  of  Actuaries  or  of  the  Faculty  of  Actuaries  and  should  normally  be 
under  35  years  of  age. 

93.  The  following  table  sets  out  the  recruitment  position  of  qualified 
assistant  actuaries  and  actuaries  in  1964  and  1965  (there  were  no  competi- 
tions in  1960-63  and  1966): 


Vacancies  Applications  Successes  Certificated 

2 3 2 2(2) 

2 3 2 2(2) 

94.  The  following  table  shows  the  number  of  posts  and  staff,  and  the 
excess  or  shortfall  on  1st  January: 


1964  ... 

1965  ... 


Posts 

Staff  in  post 

Exce 

sho 

ss  or 
rtfall 

Permanent 

Temporary 

Total 

No. 

% 

1960 

1961 

1963 

1964 

1965 

1966 

1967 

(1st  April) 

30 

31 

30 

31 
33 
33 
40 

30 

31 

29 

30 

30 

31 
31 

1 

1 

30 

31 

29 

30 
30 

32 
32 

-1 

-1 

-3 

-1 

-8 

-3-3 

-3-2 

-9-1 

-3-0 

-20-0 

Representation 

95.  The  recognised  staff  association  for  the  actuary  class  is  the  Institution 
of  Professional  Civil  Servants. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


38 


Introductory  Factual  Memorandum 


CHAPTER  11 

THE  ADMINISTRATIVE  CLASS 

Duties 

96.  The  duties  of  the  administrative  class  include  the  formulation  of  policy, 
the  co-ordination  and  improvement  of  Government  machinary  and  the  general 
administration  and  control  of  public  departments.  Members  of  this  class 
form  the  majority  of  those  civil  servants  responsible  for  directly  advising 
Ministers. 

Numbers  and  Pay 

97.  Members  of  the  administrative  class  are  divided  into  the  following 


grades : 

Permanent 

Numbers  at 
Temporary 

1.4.67 

Total 

Pay  from 
LI. 66 
L a year 

Joint  Permanent 
Secretary  to  the 
Treasury  and 
Secretary  to  the 

Cabinet  

3 

— 

3 

9,200* 

Permanent  secretary 

18 

— 

18 

8,600* 

Second  permanent 

secretary  

7 

— 

7 

8,100* 

Deputy  secretary  ... 

72 

— 

72 

6.3(H)* 

Undersecretary 

270 

2 

272 

5,250* 

Assistant  secretary  ... 

798 

4 

802 

3,500  4,500* 

Principal  

1,001 

65 

1,066 

2,250  3,107 

Assistant  principal  ... 

255 

3 

258 

926-1,574 

Total  

2,424 

74 

2,498 

Notes: 

* From  1.9.65. 

(I)  In  Departments  where  the  Ministerial  head  is  known  as  the  Secretary  of  State,  titles 
of  grades  above  assistant  secretary  become  assistant  under  secretary  of  stale,  deputy  under 
secretary  of  state  and  permanent  under  secretary  of  stale  respectively. 

00  Private  secretaries  to  Ministers  and  senior  officials  allowances,  normally  varying 
between  £200  and  £475,  In  recognition  partly  of  the  added  responsibility  they  carry  and 
partly  of  unusually  long  and  irregular  hours  of  work. 

(iii)  Assistant  principals  receive  a special  Increase  of  £120  on  completion  of  probation, 
normally  after  two  years  service. 


Structure 

98.  The  permanent  secretary  in  the  great  majority  of  cases  is  the  official 
head  and  accounting  officer  of  the  department  and  is  responsible  to  the 
Minister  for  all  his  department’s  activities.  He  is  generally  assisted  by  one, 
two  or  three  deputy  secretaries  according  to  the  size  of  the  department; 
in  some  small  departments  the  official  head  is  graded  as  deputy  secretary. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Introductory  Factual  Memorandum  39 

Under  secretaries  carry  responsibility  for  advising  Ministers,  either  directly 
or  through  their  superiors,  on  major  questions  of  policy  and  for  co-ordinating 
very  large  blocks  of  administrative  work.  Each  under  secretary  has  reporting 
to  him  a number  of  assistant  secretaries  in  operational  control  of  the  divisions 
and  carrying  responsibility  for  day-to-day  work  done  in  the  division.  Assistant 
secretaries  are  directly  supported  by  principals  or  senior  members  of  the 
executive  class,  each  of  whom  will  be  in  charge  of  a branch  or  section  of  a 
division  containing  numbers  of  executive  and  clerical  staffs.  The  section  may 
also  contain  an  assistant  principal,  but  this  is  basically  a training  grade. 
Members  of  the  administrative  class,  usually  assistant  principals  and  princi- 
pals, act  as  private  secretaries  to  Ministers  and  senior  officials. 

Recruitment 

Methods  of  Entry 

99.  Entry  to  the  class  is  by  the  following  methods: 

(i)  by  open  competition  to  the  assistant  principal  grade; 

(ii)  in  order  to  introduce  outside  experience  a competition  for  direct 
entry  principals  between  the  ages  of  30-35  was  instituted  in  1964. 
Up  to  the  end  of  1966,  31  principals  had  been  recruited  under  this 
scheme; 

(iii)  to  meet  shortages  and  assist  resettlement,  some  recruitment  direct  to 
the  principal  grade  has  taken  place  from  candidates  who  are  serving 
or  former  members  of  the  Forces  and  Overseas  Civil  Service.  In  1961, 
and  again  in  1965  and  in  1966,  this  competition  was  thrown  open  to 
other  candidates.  The  yield  from  the  1965  competition  was  about 
50  and  40  from  the  1966  competition. 

(iv)  At  the  same  time  as  direct  recruitment  of  principals  at  (ii)  was  insti- 
tuted, recruitment  of  up  to  three  assistant  secretaries  a year  was  begun. 
Five  appointments  have  been  made  so  far  and  further  competitions 
are  in  prospect. 

(v)  Entry  from  other  classes  is  by : 

(a)  Limited  competition  to  assistant  principal  grade.  One-fifth  of 
assistant  principal  vacancies  to  be  filled  are  in  theory  reserved  for 
entrants  by  this  method,  but  the  number  of  candidates  of  the 
required  standard  has  not  reached  this  proportion  in  recent  years. 

(b)  Departmental  and  central  transfer  or  promotion  to  principal 
grade  from  outside  the  administrative  class. 

(c)  In  1963  a scheme  was  started  for  trying  out  selected  executive 
officers  on  assistant  principal  work.  Those  who  showed  promise 
were  put  through  the  Civil  Service  Selection  Board  at  the  end  of  the 
trial  period  and  then  interviewed  by  a departmental  board  with 
Civil  Service  Commission  representation  for  promotion  to  assist- 
ant principal.  This  pilot  scheme  produced  eight  assistant  principals. 
The  exercise  was  repeated  in  1966;  those  who  are  now  being 
nominated  by  their  departments  will  be  tested  by  the  Civil  Service 
Commission  at  the  end  of  1967  or  in  1968.  It  is  likely  that  there  will 
be  about  20  candidates. 
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(d)  In  1964  a special  exercise  was  carried  out  for  members  of  the 
scientific  officer  class  who  wished  to  be  considered  ior  transfer  to 
the  administrative  class  at  principal  level;  13  candidates  were 
successful.  The  exercise  was  repeated  in  1966;  five  candidates  were 
selected  for  trial  on  administrative  work  but  two  later  decided  that 
they  would  prefer  to  continue  careers  as  scientists. 

100.  The  numbers  of  entrants  since  1960  to  the  principal  grade  are  as 


follows: 

Source  of  entry 

I960 

mi 

1962 

1963 

1964 

1965 

1966 

Assistant  principal,  open 
competition  entrant 

34 

33 

40 

31 

37 

43 

44 

Assistant  principal,  limited 
competition  entrant 

3 

2 

2 

4 

8 

5 

5 

Direct  entrants  to  principal 
grade  

17 

18 

15 

30 

38 

25 

66 

General  and  departmental 
executive  class  promotion 

44 

33 

20 

28 

17 

37 

43* 

Transfers  and  promotions 
from  other  classes 

8 

4 

5 

4 

9 

13 

1 

Total  

106 

90 

82 

97 

109 

123 

159 

* Includes  two  who  were  first  promoted  to  Assistant  Principal. 

Qualifications  and  Age  Limits 

101.— (i)  The  age  limits  for  the  open  competition  for  assistant  principals 
are  20-27  with  an  extension  for  Forces  and  O.C.S.  candidates.  Recruitment 
is^by  two  methods: 

Method  I consists  of  a short  qualifying  examination,  an  interview,  and 
an  examination  (held  once  a year)  in  selected  academic  subjects.  No 
formal  academic  qualifications  are  required,  but  the  examination  is  set 
at  honours  degree  standard. 

Method  II  consists  of  a qualifying  examination,  tests  and  interviews 
at  the  Civil  Service  Selection  Board  and  an  interview  by  the  Final 
Selection  Board.  iThete  are  three  such  competitions  a year.  To  be 
appointed  under  this  method  a candidate,  except  for  those  from  the 
Forces  and  O.C.S.,  must  have  or  obtain  a first  or  second  class  degree, 
Candidates  with  first  class  honours  degrees  or  second  class  honours  plus 
post-graduate  degrees,  may  apply  at  any  time  and  are  exempt  from  the 
qualifying  examination. 

(ii)  The  age  limits  for  direct  entry  principals  in  1966  were: 

(а)  30-35  for  the  competition  mentioned  in  paragraph  99  (ii); 

(б)  36-51  for  the  competitions  mentioned  in  paragraph  99  (iii)  if  candi- 
dates were  not  members  or  ex-members  of  the  Forces  or  O.C.S,; 
30-51  if  they  were. 
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No  formal  academic  qualifications  were  required,  but  the  intellectual  standard 
required  was  that  of  a good  honours  degree  and  candidates  were  expected  to 
have  had  experience  of  administrative  or  other  responsible  work. 

Selection  was  by  tests  and  interviews  at  the  Civil  Service  Selection  Board 
and  Final  Selection  Board  as  in  Method  II  in  the  assistant  principal  open 
competition. 

(iii)  The  age  limits  for  direct  entry  assistant  secretaries  were  40-45.  Since 
this  competition  was  designed  to  bring  people  with  specialised  experience 
into  the  Service,  the  stipulated  qualifications  and  experience  were  determined 
by  the  requirements  of  the  individual  posts  advertised. 

(iv)  The  age  limits  for  the  limited  competition  for  assistant  principals 
are  21-27.  Selection  is  as  in  the  Method  I and  Method  II  open  competitions 
except  that  in  the  Method  II  compeitition  candidates  are  not  required  to  have 
a university  degree. 

(v)  Candidates  for  central  exercises  for  transfer  or  promotion  to  the  grade 
of  principal  must  be  at  least  30  and  have  been  nominated  by  departments. 
Selection  is  by  the  Civil  Service  Selection  Board  and  Final  Selection  Board. 
This  scheme  is  mainly  intended  to  provide  opportunities  for  people  in  depart- 
ments with  little  or  no  administrative  cadre. 

The  minimum  age  for  departmental  promotion  or  transfer  to  the  grade  of 
principal  is  30.  Selection  is  by  a departmental  board  with  which  the  Civil 
Service  Commission  is  usually  associated. 

Recruitment  Situation 

102.  The  number  of  vacancies  and  the  success  of  recruitment  to  the  assist- 
ant principal  and  principal  grades  from  1960,  and  the  assistant  secretary 
grade  in  1965  and  1966,  are  shown  in  the  following  tables: 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


ASSISTANT  PRINCIPALS 


42 


Introductory  Factual  Memorandum 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Introductory  Factual  Memorandum 


43 


PRINCIPALS 


Vacancies 

Applications 

Successes 

Certificated j 
Appointed 

1960 

About  10 

200 

13 

12 

1961 

41 

623 

19 

19 

1962 

About  12 

361 

21 

20 

1963 

About  48 

742 

42 

41 

1964 

About  36 

775 

27 

26  (24) 

1965 

About  62 

1,553 

78 

70  (66) 

1966 

About  42 

1,868 

62 

51 

ASSISTANT  SECRETARIES 


Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

1965 

3 

414 

4* 

3(3) 

1966 

2 

126 

2 

2 

* Includes  one  candidate  who  replaced  another  who  declined  appointment. 


Secondment  of  principals  from  outside  the  Civil  Service 

103.  In  1965  people  of  principal  calibre  were  seconded  from  industry, 
commerce  and  the  universities  to  serve  as  principals  for  a period  of  two  years. 
So  far  26  secondments  have  been  arranged  and  it  is  hoped  to  arrange  further 
exchanges  of  this  kind. 

Number  of  posts  and  staff  in  post 

104.  The  number  of  posts  and  staff  and  the  shortfall  on  1st  April,  1967 
were  as  follows: 

Posts  Staff  in  post  Excess  or  Shortfall 

Permanent  Temporary  Total  No.  % 

2,403  2,169  71  2,240  163  -6-8 

These  figures  do  not  include  the  training  grade  of  assistant  principal  the 
numbers  of  which  fluctuate  from  year  to  year  and  who  do  not  necessarily  fill 
recognised  posts.  Moreover  the  figures  cannot  be  taken  as  more  than  a rough 
guide  to  shortages,  because  some  administrative  posts,  particularly  at  principal 
level  where  the  shortage  arises,  are  filled  by  members  of  other  classes,  parti- 
cularly the  executive.  For  this  reason  the  shortage  of  about  13  per  cent,  in 
the  principal  grade  which  departments  report  cannot  be  a precise  assessment 
because  of  the  flexibility  with  which  posts  are  filled. 

Representation 

105.  The  recognised  staff  association  for  the  administrative  class  is  the 
Association  of  First  Division  Civil  Servants. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


44 


Introductory  Factual  Memorandum 


CHAPTER  12 

THE  GENERAL  SERVICE  CLASS  OF  CLEANERS 

Duties 

106.  These  are  evident  from  the  title. 


Numbers  and  Pay 

107.  These  are  as  follows: 

Numbers  at  1.4.67  Pay  from  I.H.67 

Permanent  Temporary  Total  £ s.  d.  a week 

4,598  8,901  13,499  II  II  0*  (Men) 

10  2 0 (Women) 

Notes: 

These  figures  include  some  1 1,500  part-time  staff  (counted  as  half  unit*  although  they 
work  varying  hours).  Hourly  rates  of  pay  from  1.8.67  are  5s,  4)d.t  for  men  and  4s.  8)tf. 
for  women. 

* Rising  to  £1 1 17s.  Od.  after  one  year’s  service, 
t Rising  to  5s.  6Jd.  after  one  year’s  service. 

Recruitment 

108.  Preference  is  given  to  widows  of  former  servants  of  the  State,  among 
whom  widows  of  ex-servicemen  should  be  given  precedence  when  suitable 
applicants  are  available.  Establishment  is  by  nomination  to  the  Civil  Service 
Commission  after  not  less  than  six  months’  satisfactory  service. 

109.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
excess  or  shortfall  at  1st  April  1967: 


Posts 

Staff  In  past 

Excess  of 
shortfall 

Permanent 

Temporary 

Total 

No. 

•/ 

ft) 

1966 

(1st  Jan.) 

14,130 

5,096 

8,475 

13,571 

-559 

-4'0 

1967 

(1st  April) 

14,554 

4,598 

8,901 

13,499 

-1,054 

-7.2 

Hours  of  Work 

110.  Whole-time  cleaners,  established  and  temporary,  are  paid  weekly  on 
the  basis  of  a 43-hour  conditioned  week.  Part-time  cleaners  are  paid  by  the 
hour  and  work  the  number  of  hours  for  which  their  services  are  needed. 

Split  duty 

111.  There  are  arrangements  for  additional  payments  to  cleaners  who  split 
their  hours  of  attendance  to  cover  a period  of  more  than  1 1 hours  a day. 
In  central  London  most  cleaning  is  done  during  a single  morning  shift. 
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Structure  and  supervisory  allowances 

112.  The  groupings  of  cleaners  to  be  supervised  are  determined  locally 
according  to  the  nature  of  the  accommodation  concerned.  A scheme  of 
allowances  provides  for  five  classes  of  Supervisors:  those  in  small  groups 
take  their  share  of  cleaning  work,  and  in  large  groups  their  work  is  purely 
supervisory.  Apart  from  the  supervisor  of  male  cleaners  and  supervisors 
of  two  or  three  cleaners  there  are  supervisors  of  larger  groups,  controlling 
supervisors  and  general  superintendents  of  cleaners.  The  last  class  is  in 
charge  of  the  lower  grade  supervisors  and  cleaners  and  relieves  the  office 
keeper  of  detailed  administration  of  cleaning  matters.  Scales  of  allowances 
are  laid  down  for  the  guidance  of  departments,  but  departments  have 
complete  discretion  to  organise  and  pay  (within  the  scales)  according  to  the 
local  requirements. 

Annual  Leave 

113.  Cleaners  are  allowed  two  weeks  and  three  days  annual  leave. 
Representation 

114.  The  recognised  staff  association  is  the  Civil  Service  Union. 
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CHAPTER  13 

THE  CLERICAL  ASSISTANT  CLASS 

Duties 

115.  Clerical  assistants  perform  the  simpler  clerical  duties.  These  may  be 
summarised  as  routine  duties  up  to  and  including  the  preparation,  verifi- 
cation and  scrutiny  of  straightforward  documents,  statistics,  records,  etc.; 
the  preparation  of  other  documents,  etc.,  subject  to  check;  simply  arith- 
metical calculations  with  or  without  the  aid  of  office  machinery;  the  simpler 
forms  of  registry  work;  simple  correspondence  of  the  stock  letter  and  printed 
form  type  under  well  defined  general  instructions;  the  operation  of  office 
machines  where  convenient.  Other  similar  duties  may  be  also  assigned  to 
members  of  the  class  to  suit  the  arrangements  in  indivuda!  offices.  The 
higher  ranges  of  clerical  assistant  duties  overlap  with  the  lower  ranges  of 
clerical  officer  duties. 

Numbers  and  Pay 

116.  There  is  only  one  grade  in  this  class;  its  numbers  and  pay  arc: 

Numbers  at  1.4.  f>7\  Pay  front  I. ft/,  7 

Permanent  Temporary  Total  £ s.  il.  a week 
Clerical  assistant  ...  32,252  45,477  77,729t  5 4 6 (at  15) 

12  14  6*  (at  25) 
14  14  6*) 

Note: 

t Including  Ministry  of  Labour  Grade  7 Staff-  see  Chapter  2.17. 

* There  is  an  efficiency  bar  (for  temporary  staff  only)  at  the  £1.1  18*.  6d.  point. 

{ From  1.8.67. 

Recruitment 

117.  The  main  method  or  recruitment  is  by  departmental  selection  of 
candidates  who  possess  “ O ” level  passes  in  the  General  Certificate  of 
Education  (or  an  equivalent  examination)  in  English  and  one  other  subject. 
Establishment  is  by  nomination  to  the  Civil  Service  Commission.  The  age 
limits  are  15-59.  Departments  may  also,  if  necessary,  recruit  candidates 
without  the  prescribed  educational  qualifications  if  they  appear  to  be  up  to 
the  standard  of  the  class;  these  recruits  cun  obtain  establishment  by  a limited 
competition  held  by  the  Commission.  Candidates  under  20  are  immediately 
eligible  for  this  competition  but  older  candidates  must  complete  five  months’ 
satisfactory  service.  To  supplement  recruitment  in  London  this  competition 
may  also  be  taken  (for  London  appointments  only)  by  members  of  sub- 
ordinate non-clerical  grades.  (This  provides  a central  opportunity  for  pro- 
motion in  addition  to  the  normal  promotion  arrangements  for  members  of 
these  grades.)  As  a further  means  of  supplementing  recruitment  in  London, 
the  Commission  have  set  up  a unit  Tor  testing  the  aptitude  for  olfiee  work  of 
candidates  under  26  who  do  not  hold  the  educational  qualifications  needed 
under  the  G.C.E.  scheme.  The  aptitude  tests  arc  held  at  frequent  intervals, 
and  candidates  hear  their  results  within  a day  or  two  of  being  tested 
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Recruitment  position 

118.  The  following  table  shows  the  recruitment  position  from  1960-65 


inclusive. 

Vacancies 

Applications 

Successes 

Certificated 

1960 

9,144 

21,196 

7,858 

6,373 

1961 

8,988 

16,825 

6,982 

5,952 

1962 

9,346 

20,257 

8,137 

6,411 

1963 

9,616 

25,030 

9,304 

7,201 

1964 

9,435 

27,176 

9,798 

7,621 

(7,297) 

1965 

...  10,561 

24,303 

9,642 

6,628 

(6,393) 

From  1.1.66  recruitment  to  clerical  assistant  posts  through  the  General 
Certificate  of  Education  has  been  delegated  to  departments  throughout  the 
country.  Figures  for  vacancies,  applications  and  successes  for  1966  are  not 
available  centrally;  but  some  5,500  clerical  assistants  were  certificated  under 
the  delegation  arrangements.  A further  3,285  were  recruited  through  the 
Commission’s  own  continuing  recruitment,  by  open  competition  for  London 
only  or  by  limited  competition,  giving  a total  for  1966  of  some  8,800. 

119.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
excess  or  shortfall. 


Posts 

Staff  in  post 

Excess  or 
shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1966 

70,822 

32,255 

38,550 

70,805 

-17 

— 

(1st  Jan) 
1967 

76,553 

32,252 

45,477 

77,729 

+ 1,176 

+ 1-5 

(1st  April) 

Promotion  Outlets 

120  Clerical  assistants  are  eligible  for  promotion  by  departmental  selection 
or  by  competition  to  the  grade  of  clerical  officer  and  from  there  to  executive 
officer  and  the  higher  grades  in  the  executive  class. 

Representation 

121.  The  clerical  assistant  class  is  represented  by  the  Civil  Service  Alliance, 
a federation  of  associations  in  the  clerical  field. 
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CHAPTER  14 

THE  GENERAL  CLERICAL  CLASS 

122.  The  general  clerical  class  is  the  largest  of  the  main  Civil  Service 
classes.  There  are  also  some  departmental  clerical  classes,  the  most  important 
of  which  arc  in  the  Inland  Revenue,  Ministry  of  Labour  and  Customs  and 
Excise,  and  are  described  in  other  chapters. 

Duties 

123.  The  clerical  class  undertakes  all  the  usual  clerical  work  involved  in 
running  departmental  business  except  the  simpler  tasks  which  arc  assigned 
to  clerical  assistants  (a  sub-clerical  class  described  in  chanter  13)  Thera 
are  only  two  grades  and  the  vast  majority  of  members  of  the  class  are  in 
the  clerical  officer  grade.  There  are  comparatively  few  higher  clerical  officers 
and  the  numbers  are  declining.  They  are  still  used  in  certain  establishments 
to  ake  charge  of  clerical  staff;  supervision  is  usually  the  whole  or  main 

fitts  o°f  cir  l aS;,f°r  CXUmple'  in  re8|str|M.  The  rest  of  their  duty  con- 
sists of  case-work.  (In  many  establishments  a similar  range  of  duties  is 

carried  out  by  executive  officers.)  Clerical  officers  deal  with  particular  easel 
in  accordance  with  well  defined  regulations,  instructions  or  general  practice'’ 

Itl  und%CweiiVrd  c.ross'cbeck  straightforward  accounts,  claims  .Returns! 
etc  under  well  defined  instructions;  prepare  material  for  returns  accounts 

wodrk  mil  m ,prcs"'bed  ,fHrms:  undertake  simple  drafting  and  precis 
wolt’or  ■ ?atcnal  on  whlch  Judgments  can  be  formed;  supervise  the 
rk  of  clerical  assistants;  and  deal  with  members  of  the  public  in  person 

telephone"8  “h™1  the'r  prob,ems  or  answering  their  enquiries  on  the 

124.  Superintendents  of  typists  are  technically  members  of  the  clerical 
officer  grade,  but  for  convenience  they  are  dealt  with  separately  in  ShapK 

Numbers  and  Pay 

125.  The  numbers  and  pay  of  the  staff  in  this  class  are  as  follows; 


Higher  clerical  officer 
Clerical  officer 


Total ... 


Numbers  at  1.4.67 
Permanent  Temporary  Total 

4 1,769 

14,539  91,508 


1,765 

76,968 


Pay  from  1.1.66 
£ a year 
1.212-1,457 
356  (at  16)  - 
750  (at  25)- 
l,002*t 


78,733  14,543  93,277 


Note: 

H&SF-'Z  dudes  of  a"  °,IiCCr  beln8  00n,lder«d  c»P«hlc  of  per- 
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Recruitment 

126.  Recruitment  is  by  direct  recruitment  and  by  the  promotion  of  clerical 
assistants.  In  addition,  there  is  an  annual  limited  competition  among  subor- 
dinate non-clerical  grades. 

127.  The  main  avenue  of  direct  recruitment  is  departmental  selection  of 
suitable  candidates  with  five  “ O ” level  passes  in  the  General  Certificate  of 
Education  (or  equivalent)  from  a prescribed  range  of  subjects.  The  age 
limits  are  15-59.  Local  selection  boards  are  arranged  either  by  departments 
individually  or  by  a number  of  departments  acting  in  concert.  Co-ordinating 
facilities  are  provided  by  the  local  offices  of  the  Ministry  of  Labour.  Those 
selected  are  submitted  to  the  Civil  Service  Commission  for  establishment. 
For  posts  in  London  and  certain  other  shortage  areas  the  Commission  itself 
recruits  direct  to  established  posts  by  written  examinations  and  on  the 
strength  of  G.C.E.  qualifications.  Regular  competitions  are  also  held  for 
ex-members  of  H.M.  Forces  and  the  Overseas  Civil  Service. 

128.  In  addition,  departments  may  recruit  temporary  clerical  officers  who 
do  not  possess  the  prescribed  educational  qualifications  but  who  appear  to 
be  up  to  the  standard  of  the  class  with  a view  to  their  obtaining  establish- 
ment by  passing  a written  examination.  Those  under  20  may  take  the 
examination  without  any  period  of  qualifying  service.  Those  over  20  can 
gain  establishment  by  taking,  after  at  least  six  months  satisfactory  service 
either  as  clerical  officer  or  clerical  assistant,  the  annual  limited  competition, 
which  is  also  open  to  members  of  non-clerical  grades  who  have  completed 
2 years’  satisfactory  service,  whether  established  or  unestablished  in  their 
grade. 

129.  As  a supplementary  measure,  departments  may  recruit  for  posts  in 
the  London  area  people  under  20  who  have  four  “ O”  level  passes  in  the 
G.C.E.  and  nominate  them  to  the  Civil  Service  Commission  with  a view  to 
their  establishment  if  they  complete  seven  months  satisfactory  service. 

130.  The  following  table  sets  out  the  recruitment  position  from  1960-65 
inclusive. 


Vacancies 

Applications 

Successes 

Certificated 

I960  ... 

...  12,336 

26,999 

8,945 

1,6V 

1961  ... 

...  12,977 

24,534 

8,371 

8,215 

1962  ... 

...  13,179 

32,115 

12,745 

9,909 

1963  ... 

...  13,500 

38,529 

13,636 

9,403 

1964  ... 

...  14,803 

44,459 

11,739 

9,622 

(8,947) 

1965  ... 

...  13,906 

29,167 

8,968 

7,042 

(6,636) 

The  arrangements  described  in  paragraph  127  for  delegation  of  selection  to 
departments  have  been  in  full  operation  since  the  beginning  of  1966  and 
figures  of  vacancies,  applications  and  successes  are  not  available  centrally  for 
1966  But  some  9,000  clerical  officers  were  certificated  under  the  delegation 
arrangements,  and  a further  5,989  through  the  Commission’s  own  continuing 
recruitment,  a total  of  some  15,000. 
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CHAPTER  14 

THE  GENERAL  CLERICAL  CLASS 

122.  The  general  clerical  class  is  the  largest  of  the  main  Civil  Service 
classes.  There  are  also  some  departmental  clerical  classes,  the  most  important 
of  which  are  in  the  Inland  Revenue,  Ministry  or  Labour  and  Customs  and 
Excise,  and  are  described  in  other  chapters. 

Duties 

123.  The  clerical  class  undertakes  all  the  usual  clerical  work  involved  in 
running  departmental  business  except  the  simpler  tasks  which  are  assigned 
to  clerical  assistants  (a  sub-clerical  class  described  in  chapter  13)  There 
are  only  two  grades  and  the  vast  majority  of  members  of  the  class  are  in 

°?Cer  8raj6'  ,There  are  comPar£itively  few  higher  clerical  officers 
d the  numbers  are  declining.  They  are  still  used  in  certain  establishments 
to  take  charge  of  clerical  staff;  supervision  is  usually  the  whole  or  main 

fistf  n°F  «e‘r  dUtv  aSAf°r  examp,e'  in  registries.  The  rest  of  their  duty  con- 
sists  of  case-work.  (In  many  establishments  a similar  range  of  duties  is 
arried  out  by  executive  officers.)  Clerical  officers  deal  with  particular  cases 
in  accordance  with  well  defined  regulations,  instructions  or  general  practice’ 
scrutinise,  check  and  cross-check  straightforward  accounts  claims  mums’ 
etc.,  under  well  defined  instructions;  prepare  material  for  returns  accounts 
and  statistics  in  prescribed  forms;  undertake  simple draC and pr“* 

wnr^f°  6Ct  7ate.lal  on  wh,ch  Judgments  can  be  formed;  supervise  the 
of  clerical  assistants;  and  deal  with  members  of  the  public  in  person 

telephone!*^  ^ ab°Ut  their  problems  or  answe™g  their  enquiries' on  the 

124.  Superintendents  of  typists  are  technically  members  of  the  clerical 

oftypis'ts  ’ convenience  they  are  dealt  with  separately  in  chapter  49 

Numbers  and  Pay 

125.  The  numbers  and  pay  of  the  staff  in  this  class  are  as  follows: 


Higher  clerical  officer 
Clerical  officer  ... 


Total ... 


Numbers  at  1.4,67 
Permanent  Temporary  Total 

" 4 1,769 

..  76,968  14,539  91,508 


Pay  from  1.1.66 
£ a year 
1,212-1,457 
356  (at  16) — 
750  (at  25)- 
l,002*f 


78,733  14,543  93,277 


Note : 

dutira  °m°ar  belng  ““Mered  capable  of  per. 
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Recruitment 

126.  Recruitment  is  by  direct  recruitment  and  by  the  promotion  of  clerical 
assistants.  In  addition,  there  is  an  annual  limited  competition  among  subor- 
dinate non-clerical  grades. 

127.  The  main  avenue  of  direct  recruitment  is  departmental  selection  of 
suitable  candidates  with  five  “ O " level  passes  in  the  General  Certificate  of 
Education  (or  equivalent)  from  a prescribed  range  of  subjects.  The  age 
limits  are  15-59.  Local  selection  boards  are  arranged  either  by  departments 
individually  or  by  a number  of  departments  acting  in  concert.  Co-ordinating 
facilities  are  provided  by  the  local  offices  of  the  Ministry  of  Labour.  Those 
selected  are  submitted  to  the  Civil  Service  Commission  for  establishment. 
For  posts  in  London  and  certain  other  shortage  areas  the  Commission  itself 
recruits  direct  to  established  posts  by  written  examinations  and  on  the 
strength  of  G.C.E.  qualifications.  Regular  competitions  are  also  held  for 
ex-members  of  H.M.  Forces  and  the  Overseas  Civil  Service. 

128.  In  addition,  departments  may  recruit  temporary  clerical  officers  who 
do  not  possess  the  prescribed  educational  qualifications  but  who  appear  to 
be  up  to  the  standard  of  the  class  with  a view  to  their  obtaining  establish- 
ment by  passing  a written  examination.  Those  under  20  may  take  the 
examination  without  any  period  of  qualifying  service.  Those  over  20  can 
gain  establishment  by  taking,  after  at  least  six  months  satisfactory  service 
either  as  clerical  officer  or  clerical  assistant,  the  annual  limited  competition, 
which  is  also  open  to  members  of  non-clerical  grades  who  have  completed 
2 years’  satisfactory  service,  whether  established  or  unestablished  in  their 
grade. 

129.  As  a supplementary  measure,  departments  may  recruit  for  posts  in 
the  London  area  people  under  20  who  have  four  “ O ” level  passes  in  the 
G.C.E.  and  nominate  them  to  the  Civil  Service  Commission  with  a view  to 
their  establishment  if  they  complete  seven  months  satisfactory  service. 

130.  The  following  table  sets  out  the  recruitment  position  from  1960-65 


inclusive. 

Vacancies 

Applications 

Successes 

Certificated 

1960  ... 

...  12,336 

26,999 

8,945 

7,642 

1961  ... 

...  12,977 

24,534 

8,371 

8,215 

1962  ... 

...  13,179 

32,115 

12,745 

9,909 

1963  ... 

...  13,500 

38,529 

13,636 

9,403 

1964  ... 

...  14,803 

44,459 

11,739 

9,622 

(8,947) 

1965  ... 

...  13,906 

29,167 

8,968 

7,042 

(6,636) 

The  arrangements  described  in  paragraph  127  for  delegation  of  selection  to 
departments  have  been  in  full  operation  since  the  beginning  of  1966,  and 
figures  of  vacancies,  applications  and  successes  are  not  available  centrally  for 
1966  But  some  9,000  clerical  officers  were  certificated  under  the  delegation 
arrangements,  and  a further  5,989  through  the  Commission’s  own  continuing 
recruitment,  a total  of  some  15,000. 
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131.  The  above  table  includes  figures  for  a number  of  departmental  clerical 
classes  because  combined  competitions  are  held  for  all  clerical  classes 
Figures  are  not  available  for  1960  to  1962,  but  in  the  following  years  the 
number  of  vacancies  notified  by,  and  the  number  of  successful  candidates 
assigned  to,  the  departmental  classes  were: 


Vacancies  Assignments 

3,575  2,531 

1964  3,273  1,645 

1965  4,295  2.146 

1966  5,045  1,715 


132.  The  following  table  shows  the  numbers  of  posts  and  staff  and  the 
excess  or  shortfall:  B 


Posts 

Stu/I  In  post 

Excess  or 
shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1966 

1967 

(1st  April) 

92,239 

96,574 

77,552 

78,734 

11,920 

14,543 

89,472 

93,277 

-2,767 

-3.297 

~.V0 

-3'4 

Promotion  outlets 


133.  Clerical  officers  have  several  promotion  outlets.  Young  officers  are 
eligible  to  enter  both  open  and  limited  competitions  for  the  general  executive 
and  similar  classes.  When  over  25  they  may  be  considered  for  promotion 
by  departmental  selection  either  to  executive  officer  or  (in  a few  departments) 

eh«nfi,Crw?hCa  t]ffiCer,'  Fi’r  dctails  sec  Par«graph  305  in  the  executive  class 
chapter.  Higher  clerical  officers  are  eligible  for  promotion,  by  departmental 
selection,  to  the  higher  executive  officer  grade. 


Representation 

ti  *31‘  T1f  P1'!'1  rvice. Clerical  Association  is  the  recognised  staff  associa- 
tion  for  clerical  officers  in  the  general  clerical  class.  It  is  jointly  recognised 

melt ' ;,S°Cle,ty  ,°f  CivH  Servnnts  for  h'S^er  clerical  officera  Some  dSt. 

mental  clerical  classes  are  represented  by  other  associations  such  as  the 
cffition.R<5VenUe  Staff  Association  and  the  Ministry  of  Labotir  Staff  Asso- 
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CHAPTER  15 

DEPARTMENTAL  GRADES  IN  THE  CUSTOMS  AND 
EXCISE  DEPARTMENT 

135  The  regional  organisation  of  the  Customs  and  Excise  Department 
is  a dual  one.  Overall  responsibility  rests  with  the  Board  of  Customs  and 
Excise,  who  are  advised  on  practical  matters  by  the  heads  of  the  two  services, 
the  Chief  Inspector  (Outdoor  Service)  and  the  Inspector-General  of  Water- 
guard  (Waterguard  or  Preventive  Service).  Departmental  grades  are  employed 
in  both  branches. 

I.  The  Outdoor  Service 

Duties 

136.  The  principal  duties  of  the  Outdoor  Service  are 

(i)  to  ensure  that  all  dutiable  or  taxable  goods  imported  into  or  pro- 
duced in  this  country  are  accounted  for,  and  duty  or  tax  properly 
assessed;  and  to  control  import  and  export  prohibitions  and  re- 
strictions; 

(ii)  to  pass  Customs  entries  for  imported  goods;  to  receive  and  account 
for  duty  and  tax ; and  to  issue  Excise  licences. 

Structure  . 

137  The  country  is  divided  into  about  30  administrative  units  known  as 
collections  each  in  charge  of  a collector  who  is  the  Board  s local  representa- 
tive and  the  receiving  official  for  the  Customs  and  Excise  revenue  accruing 

in  his  area. 

138  Collections  are  divided  into  districts  (under  surveyors)  and  districts 
into  stations  under  one  or  more  officers).  Surveyors  and  officers,  with 
clerical  or  other  ancillary  staff  where  appropriate  are  responsible  for  work 
of  the  nature  described  in  paragraph  136(i)  above.  The  ancillary  staff  in 

i Customs  side  the  departmental  grade  of  watcher,  whose 

functions  include  patrolling  quays  and  bonded  warehouses  to  see  that  goods 
ar^not'^mproperiy  Removed  or  tampered  with,  and  tallying  packages  of 
duitable  goods. 

139  Each  collector  has  an  office  with  a clerical-executive  staff  respon- 
sible mainly  for  work  of  the  nature  described  in  paragraph  136(h)  above, 
supervised  bi  a departmental  higher  executive  officer  or  a departmental 

senior  executive  officer. 

140  Head  of  the  Outdoor  Service  and  responsible  to  the  Board  for  its 

efficient  working  is  the  Chief  Inspector  ^pectoris'  officels'  re\ptLe 
inspectors  of  various  grade,  oTpracticaimatters 

for  inspecting  Outdoor  Service  and  for  administering  a tram- 

arising  f °^he  work  of  the  O Inspectorate  and  the  Collectorate 

S -*  ” “ 

the  controlling  grades. 
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Numbers  and  Pay 

Service  are  numberS  and  pay  lhe  departmental  grades  in  the  Outdoor 


Chief  Inspector's  Office 

Chief  inspector 

Deputy  chief  inspector 
Principal  inspector 
Senior  inspector 
Inspector  


Numbers  at 
1.4.67 


Pay  from  1. 1 .66 
£ a year 


1 

2 

11 

48 

32 


Collections  (other  than  Collectors'  offices) 
Collectors  (London  Port  and 

Liverpool)  

Higher  or  deputy  collector  


5,250* 

4,500* 

4,000f 

3,252-3,650 

2,571-2,999 


2 

20 


Collector  or  senior  assistant  collector 


41 


Assistant  collector 
Surveyor 
§Officcr 


41 

490 

5,058 


Land  preventive  man  .. 
Watcher 


83 

1,136 


4,625  and  4,325f 
(as  for  principal 
inspector) 

(as  for  senior 
inspector) 

(as  for  inspector) 
1,977-2.41 1 
681  (at  I8)  + 
1,060  (at  25) 

1,874 

710-1,060$ 

£ s.  d,  a week 

13  16  0— 

14  15  0| 


Total 


...  6,965 


Notes: 

* From  6.5.66. 
t From  1.9,65 
I From  1.8.67. 

offfrersa^ follows;- " ’ additlonal  ,0  1,10  object  ,0  ft.  ma!(imum,  are  ^ w 

«?  °n  WP™  10  * 

years)  in  the  grade.  (Annointment  tn  « .,..7  seJTv1, ' ® (temporarily  reduced  to  5 

^attached”  service,  in  which  the  officer  a^isw  or  offlciS  ffiW  yem' 


duties  previously  laid  to  the  surveyor  grade.  ® 8 d dUlleS>  certain 


exettTveXretrLnmr  Muffle"*  ^tmentnl  chief 

(79),  executive  officers  (846),  totalling  95(f  °U ati T rece n 1 ‘ vc  ®®eers 

as  principal  chief  clerk  senior  chief  eiertr  , re,oe?tly  th®y  were  known 

well  as  ancillary  general  service  grades.  Outdoor  Servtee  as 
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Recruitment 

142.  Officers 

til  Recruitment  to  the  basic  grade  of  officer  is  primarily  by  open  competi- 
tion, of  which  there  are  usually  two  each  year,  with  selection  either  by 
examination  and  interview  in  the  spring,  or  by  interview  in  the  autumn. 
The  spring  examination  consists  of  papers  in  English,  elementary 
mathematics,  and  two  general  papers.  Candidates  who  have  obtained 
G.C.E.  or  equivalent  passes  in  English  language  and  four  other 
distinct  subjects,  including  two  at  Advanced  Level  obtained  in  the 
same  examination,  may  be  exempted  from  the  written  examination. 
In  the  autumn,  selection  is  by  interview  of  candidates  who  have 
obtained  the  G.C.E.  or  equivalent  qualifications  specified  for  exemp- 
tion from  the  spring  written  examination. 

The  age  limits  are  18-25  with  an  extension  for  Forces  or  Overseas 
Civil  Service  candidates  or  for  established  Civil  Servants. 

(ii)  A number  of  officer  grade  vacancies  are  filled  by  promotion  from  the 
grades  of  departmental  executive  officer  (only  since  1965),  preventive 
officer  assistant  preventive  officer  and  departmental  clerical  officer. 
Candidates  must  be  at  least  25  and  under  50  and  have  served  a mini- 
mum of  two  years  in  any  of  the  eligible  grades. 

(iii)  Details  of  the  intake  to  the  officer  grade  by  these  methods  during  the 
last  six  years  are : 

From  open  competitions 


1960  (Spring) 

1960  (Autumn) 

1961  (Spring) 

1961  (Autumn) 

1962  (Spring) 

1962  (Autumn) 

1963  (Spring) 

1963  (Autumn) 

1964 

1965  (Spring) 

1965  (Autumn) 

1966  (Spring) 
1966  (Autumn) 


By  internal  promotion 
I960  1961  1962 

25  - H 


Vacancies 

176 

at  least  135 

107 

about  100 

...  49 

50 

...  39 


Applications  Successes  Took  up  duty 


1,075 

561 

977 

480 


176 

149 

107 

86 


about 

about 


108 

150 

150 

150 


1963 

22 


No  competition 
649  70 

960  50 

496  56 

No  competition 
695  138 

342  108 

607  152 

518  170 


155 

132 

97 

73 

55 

45 

47 

119 

95 

134 

143 


1964  1965 

— 59 


1966 

66 


1967 

51 


143.  Since  1960  the  total  intake  has  broadly  kept  pace  with  the  depart- 
ment’s fluctuating  needs,  though  there  was  a recent  shortage  caused  by  a 
substantial  addition  of  new  work. 

144.  Recruitment  of  departmental  clerical  officers  is  by  the  normal  methods 
applicable  to  general  service  clerical  officers. 

145  Surveyors  are  promoted  from  the  officer  grade.  The  present  system, 
whkh  is  about  to  be  replaced,  is  by  a departmental  two-day  written 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


54  Introductory  Factual  Memorandum 

examination  for  which  officers  (who  are  given  two  chances)  arc  eligible  after 


. ..  . ' 1 are  engi Die  alter 

attaining  a specified  seniority  (normally  about  15  years),  followed  by  an  in. 
terview  of  those  who  reach  a qualifying  standard.  Promotion  in  future  will 
be  based  on  report  supplemented  by  interview  of  selected  candidates. 


146.  Most  departmental  executive  officer  posts  are  filled  by  the  direct 
promotion  of  departmental  clerical  officers. 


Representation 

147.  The  recognised  staff  associations  are: 

Inspectorate  and  collcctoratc  Customs  and  Iixcisc  Controlling 

Grade  Association 

Surveyors  Customs  and  iixcisc  Surveyors' 

Association 

®cer,s  , Customs  and  Excise  federation 

Departmental  executive  officer  to  depart- 
mental chief  executive  officer  Society  of  Civil  Servants 

Depiirtmental  clerical  officers  Civil  Service  Clerical  Assoc,  a (ion 

Land  preventive  men  ' 1 

Watchers 


} 


Civil  Service  Union 


Duties 


II.  Tin:  Wati-rchiari)  or  Pri-.vi-ntivi;  Sirvici 


148.  The  basic  function  of  the  Waterguard  Service  is  the  prevention  and 
nnd  °r  smu8gl;ne  of  dutiable  and  prohibited  goods,  and  the  assessment 
and  collection  of  Customs  charges  on  goods  imported  by  passenSrs^nd 
crews.  The  main  grades,  described  below,  work  at  seaports,  airports  and 
on  the  Irish  Land  Boundary.  Waterguard  officers  also  perform  non-Revenue 
PuWic A,“ 


Numbers  and  pay 

149.  The  numbers  and  pay  of  the  Waterguard  grades  are  as  follows: 

Numbers  at  Pay  from  U.66 

. 1*4,67  f ft  jM/tt* 

Inspector  genera!  { * ' 

Deputy  inspector  general  and  higher  water- 
guard  superintendent  (London) 

Higher  waterguard  superintendent 

Inspector  and  waterguard  superintendent 
Assistant  inspector  and  assistant  waterguard 
superintendent 
Chief  preventive  officer  ... 


4,500* 


3 

4 


26 


3,650t 

3.500f 

2,571-2,999 


2.018  -2,457 
1, 795- 2,01 5{ 
1.150  1,457 
643^-1.100 


Preventive  officer 
§Assistant  preventive  officer 

Total  

Notes: 

* From  6.5.66. 
f From  1.9.65. 
t From  1.1.68. 

SlMST"1  °f  £45  °"  probation  of  trial  period  of  one  year. 
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There  are  also  21  women  search  officers  who  are  clerical  officers  with  an 
allowance  of  £53  per  annum. 

1 50.  There  are  also  the  following  ancillary  grades : 


Launch  service  

127 

Coast  preventive  men 

169 

Waterguard  watchers 

66 

Structure 

151.  The  service  is  headed  by  the  Inspector-General  of  Waterguard  who 
is  responsible  to  the  Board  for  its  efficient  working.  His  office,  which  is 
staffed  by  inspectors  of  various  grades,  advises  the  Board  on  practical  Water- 
guard  matters  and  is  responsible  for  inspecting  the  Waterguard  Divisions 
and  for  administering  a training  centre  for  the  Waterguard  Service.  A water- 
guard  superintendent  is  in  charge  of  each  of  the  15  Divisions  in  Great  Britain 
and  Northern  Ireland.  He  is  responsible  to  one  or  more  collectors  as  the 
local  representatives  of  the  Board.  Divisions  are  sub-divided  into  districts 
controlled  by  chief  preventive  officers  which  can  be  anything  from  part  of  a 
large  port  or  airport  to  a lengthy  coastline. 

152.  The  smallest  functional  unit  is  the  station  which  can  be  a ships’ 
dock,  a baggage  hall  or  an  airport,  or  a combination  of  several  such  places. 
Stations  are  manned  by  preventive  officers  and  assistant  preventive  officers, 
mostly  on  a 24  hour  basis  on  watches  of  8 hours. 

153.  The  assistant  preventive  officer  which  is  the  entry  grade  assists  the 
preventive  officer  in  all  his  duties  on  ships  and  aircraft.  Promotion  to  the 
basic  grade  of  preventive  officer  is  achieved  by  passing  an  examination 
after  some  six  years.  Inter  alia  preventive  officers  board  and  rummage 
(i.e.  search)  vessels  and  aircraft  and  examine  passengers’  baggage  and  crews’ 
effects.  The  preventive  officer  may  direct  a rummage  crew  of  2 or  3 assistant 
preventive  officers,  or  be  the  officer-in-charge  of  a small  port. 

154.  Promotion  to  chief  preventive  officer  is  by  departmental  examination 
(written  and  oral)  after  some  years  in  the  preventive  officer  grade.  A chief 
preventive  officer  is  responsible,  under  his  waterguard  superintendent,  for 
the  performance  of  the  preventive  work  within  his  particular  district. 

155.  Promotion  to  the  higher  grades  is  by  normal  promotion  precedure, 
i.e.  without  examination. 

Recruitment 

156.  Recruitment  is  primarily  by  open  competition,  with  selection  either  by 
examination  and  interview  in  the  spring  or  by  interview  in  the  summer  or 
autumn.  The  spring  examination  consists  of  papers  in  English,  arithmetic 
and  two  general  papers.  Candidates  who  have  obtained  G.C.E.  or  equivalent 
passes  at  Ordinary  or  Advanced  Level  in  English  language,  a mathematical 
subject,  and  3 other  distinct  subjects  may  be  exempted  from  the  written 
examination.  In  the  summer  or  autumn,  selection  is  by  interview  of  candidates 
who  have  obtained  the  G.C.E.  or  equivalent  qualifications  specified  for 
exemption  from  the  spring  written  examinations. 
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157.  The  age  limits  are  at  present  18-25,  with  extension  for  Forces  or 
Overseas  Civil  Service  candidates  or  established  civil  servants. 

158.  The  results  of  these  competitions  have  been  as  follows: 


Vacancies  Applications 


Spring 

Autumn 

Actually 

Year  Spring 

Autumn 

competition 

G.C.E . 

Successful 

ink  ing  up 

competition 

duty 

140 

I960 

127 

943 

167 

1961 

184 

— 

744 

IK4 

164 

1962 

142 

— 

751 

— 

142 

124 

1963 

153 

..... 

750 

154 

123 

1964 

154 

642 

154 

135 

— 

69 

218 

69 

57 

1965  • 

about  100 

— 

470 

— • 

97 

76 

— 

about  100 

— 

241 

53 

48 

1966  . 

150 

— 

415 

5H 

58 

— 

about  150 

1,300 

313 

265 

Supplementary  methods  of  entry 

159.  In  1966  because  of  the  need  for  more  recruits  than  were  likely  to 
be  forthcoming  from  the  open  competitions,  suitable  candidates  were  sought 
among  departmental  clerical  officers  in  Customs  and  Excise,  and  clerical 
officers  in  the  Civil  Service  generally.  The  intake  was  44.  In  1967  application! 
were  invited  from  departmental  clerical  officers  in  Customs  and  Excise, 
This  led  to  an  intake  of  10. 

Representation 

160,  Stall  associations  recognised  by  the  Commissioners  of  Customs  and 
Excise  are: 

Assistant  preventive  officers  and  Customs  and  Excise  Preventive  Staff 
preventive  officers  Association 

Chief  preventive  officers  ...  Customs  and  Excise  Chief  Preventive 

Officers’  Association 

(This  association  has  not  yet  achieved  full  Staff  Side  recognition) 

Higher  grades  Customs  and  Excise  Watcrguard  Control* 

ling  Grades  Association 
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CHAPTER  16 

INLAND  REVENUE 
I.  Chief  Inspector’s  Branch 
Function  and  structure  of  the  Chief  Inspector’s  Branch 

161.  The  Chief  Inspector’s  Branch,  by  far  the  largest  in  the  Inland  Revenue, 
is  primarily  concerned  with  the  assessment  of  liability  to  Income  Tax  and, 
since  the  Finance  Act,  1965,  to  the  capital  gains  and  corporation  taxes. 

162.  As  head  of  the  Branch  the  Chief  Inspector  of  Taxes  is  responsible  for 
all  its  activities  to  the  Board  of  Inland  Revenue.  With  the  assistance  of  his 
Head  Office  staff  stationed  partly  in  London  and  partly  in  provincial  centres, 
he  manages  and  directs  the  staff  of  the  Branch,  advises  the  Board  on  matters 
within  the  Branch’s  province  and  in  the  expert  treatment  of  special  types  of 
taxation  work,  gives  guidance  to  local  inspectors,  issues  instructions  to  co- 
ordinate practice  throughout  the  country  and  makes  periodical  inspections 
of  the  work  of  tax  districts. 

163.  The  feature  of  the  Branch  is  its  degree  of  decentralisation  to  over 
730  district  offices  (tax  districts)  in  industrial  centres  and  the  larger  country 
towns  including  some  170  in  the  London  area  and,  with  a few  exceptions, 
each  tax  district  deals  with  the  work  arising  in  its  territorial  area.  Each 
district  is  in  the  charge  of  an  inspector  (district  inspector)  of  the  rank  of 
inspector  (higher  grade)  or  above.  In  the  average  district  there  are  two  or 
more  assisting  inspectors  and  between  40  and  50  staff,  most  of  whom  are 
employed  on  clerical  duties. 

Departmental  Classes  in  the  Chief  Inspector’s  Branch 

164.  The  Chief  Inspector’s  Branch  can  most  conveniently  be  described  in 
two  parts.  Section  1 of  this  note  is  concerned  with  inspectors  who  have 
undergone,  or  are  undergoing,  a complete  course  of  training  as  described  in 
paragraph  172.  Section  2 deals  with  the  tax  officer  and  tax  officer  (higher 
grade)  grades  and  other  inspectors.  But  the  Branch  is  a homogeneous  body 
and  the  tax  districts  are  integrated  units.  The  differences  between  the  grades 
arise  mainly  from  the  functions  which  individuals  perform,  the  nature  of  their 
training  and,  to  some  extent,  the  source  of  recruitment;  there  is,  however, 
substantial  movement  from  those  posts  dealt  with  in  Section  2 to  those  dealt 
with  in  Section  1. 

1.  Tax  Inspectorate 

Duties 

165.  District  inspectors  and  their  assisting  inspectors  of  whom,  some  of 
the  latter  may  not  have  undergone  the  full  training  course,  examine  the  returns 
and  accounts  of  individuals  and  trading  concerns  in  order  to  determine, 
compute  and  assess  liability  to  tax.  The  district  inspector  personally  deals 
with  the  accounts  of  the  more  important  concerns.  Where  agreement  cannot 
be  reached  and  the  taxpayer  appeals  either  to  the  General  or  to  the  Special 
Commissioners,  the  inspector  usually  conducts  the  case  on  behalf  of  the  Crown 
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at  the  appeal  hearing.  The  inspector  is  not  directly  concerned  with  matters 
of  collection  or  accounting  for  the  receipt  of  tax. 


Numbers  and  Pay 

166.  Members  of  the  Inspectorate  dealt  with  in  this  section  of  the  note  are 
divided  into  the  following  grades: 


Chief  inspector  

Deputy  chief  inspector 
Senior  principal  inspector 
Principal  inspector 

Senior  inspector 

Inspector  (higher  grade) 
Inspector  


Numbers  at  1.4.67 
Permanent  Temporary 

1 

2 


31 

— 

133 

-- 

582 

~~ 

851 

631 

33 

2,231 

33 

Total  Pay  from  1.1.66 
£ a year 

1 6,3(X)§ 

2 5,(XX)ij 

31*  4.430§ 

133  4,IXX)§ 

582  2.772  3,500 

851  1.977  2.670 

664 t 9161.874} 

2,264 


of  £240  per  annum  for  extra 


Notes: 

There  arc  also  53  part-time  inspectors. 

* Eight  senior  principal  inspectors  receive  allowances 

r°tP°35linsneCctors  who  spend  one-third  or  more  of  their  time  on  work  appropriate  to  the 
inspector  higher  grade  receive  allowances  of  £210  per  annum. 

| Special  increase  of  £65  is  given  to  an  inspector  on  passing  the  Preliminary  Examination 
and  a further  £50  on  passing  the  Final  Examination.  These  increases  arc  not  carried  beyond 
the  maximum  of  the  pay  scale. 


Recruitment 

167.  Methods  of  Entry 

Entry  to  the  Inspectorate  is  by  the  following  methods 

(a)  by  open  competition  to  the  inspector  grade; 

(b)  by  limited  competition  from  officers  of  the  rank  of  tax  officer  (higher 
grade)  or  inspectors  who  have  undergone  the  training  described  in 
paragraphs  183  and  184  below; 

(c)  a number  of  inspectors  trained  on  the  lines  of  paragraphs  183  and 
184  below  are  selected  each  year  to  take  the  part  of  the  extended 
training  course  which  leads  to  the  Final  Examination  set  for  the 
open  and  limited  entrants. 

168.  Qualifications  and  Age  Limits 

(a)  The  age  limits  for  the  open  competitions  for  inspectors  urc  20  27 
for  Method  I and  Method  II,  and  20-31  for  the  continuous  competi- 
tion, with  an  extension  for  Forces  and  Overseas  Civil  Service  candi- 
dates for  all  three  methods. 
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Recruitment  is  by  three  methods: 

Method  I is  similar  in  form  to  the  Method  I administrative  class 
competition.  No  formal  academic  qualifications  are  required,  but 
the  examination  is  of  honours  degree  standard  in  optional  subjects. 
Method  II  is  similar  to  the  administrative  class  Method  II  competi- 
tion. There  are  three  competitions  a year.  Candidates  (other  than 
Forces  and  Overseas  Civil  Service  candidates)  must  have  a university 
degree  of  honours  standard. 

The  Continuous  Competition  is  similar  to  Method  II,  except  that 
there  is  no  written  examination.  Instead  there  is  a preliminary 
interview  conducted  by  senior  offices  of  the  Branch  where  this  is 
considered  desirable. 

Candidates  (other  than  Forces  and  Overseas  Civil  Service  candidates) 
must  have  an  honours  degree  or  be  chartered  or  certified  accountants. 

(b)  The  limited  competition  is  for  officers  under  32  who  have  served  at 
least  four  years  as  tax  officer  (higher  grade).  It  is  similar  to  the 
Method  II  open  competition,  but  a university  degree  is  not  required. 

(c)  The  Final  Course  selection  is  made  from  inspectors  trained  under 
the  arrangements  described  in  paragraphs  183  and  184  who  have 
been  in  that  grade  for  four  years.  The  selection  is  made  by  a promo- 
tions board  on  the  basis  of  annual  reports. 


Supplementary  Methods  of  Recruitment 

169.  The  following  supplementary  methods  have  been  used  from  time  to 

t,me(a)  Between  1947  and  1953  three  selections  were  made  of  tax  officers 
(higher  grade)  under  what  were  known  as  the  “technical  training 
schemes”.  In  addition  all  open  executive  entrants  to  the  tax  officer 
(higher  grade)  class  from  competitions  in  the  years  1948  to  1952 
were  given  the  promise  of  training  on  the  lines  described  in  para- 
graph 172,  and  subsequent  promotion  to  inspector. 

(i>)  Open  supplementary  competitions  without  examinations  were  held 
in  1952  and  1958.  60  officers  were  recruited  from  the  first  and  29 
from  the  second. 

(c)  In  order  to  avoid  redundancy  in  other  branches  of  the  Department 
6 higher  executive  officers  chosen  by  a selection  board  were  seconded 
from  other  branches  of  the  Inland  Revenue  in  1962.  A further  2 senior 
executive  officers  and  14  higher  executive  officers  were  selected  in  1966. 

170.  The  proportions  of  entrants  by  the  above  methods  since  1960  were: 


I960 

Per 

cent. 

Open  Competitions  ...  35 

Limited  Competitions  ...  15 

Final  Course  Selections 
Technical  Training  Schemes  50 

Secondments  from  other 
Classes  — 


1961 

1962 

1963 

1964 

1965 

1966 

Per 

Per 

Per 

Per 

Per 

Per 

cent. 

cent. 

cent. 

cent. 

cent. 

cent. 

44 

44 

39 

40 

37 

50 

13 

8 

14 

36 

18 

15 



11 

11 

16 

45 

23 

43 

33 

36 

8 

— 

— 

_ 

4 



— 

— 

12 
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(higher  grade)  caseworkers  (i.e.  they  have  no  supervisory  duties) 
when  they  have  been  in  the  field  of  review  lor  5 years. 


178.  Inspector 

A fix  officer  (higher  grade)  may  become  an  inspector  and  undergo  the 
training  dMCTibedfn  Section  I.  Alternatively,  a tax  officer  (h.gher  grade, 
wUh  over  6 years  service  in  the  grade  may  be  promoted  to  inspector,  subject 
to  the  training  described  in  this  Section. 

A tax  officer  (higher  grade)  over  the  age  of  50  may  also 
inspector,  but  only  for  employment  on  duties  which  do  not  require  training 
in  the  examination  of  accounts. 

179  The  proportions  of  entrants  to  the  three  main  grades  dealt  with  in 
this  section  since  1960,  by  the  above  methods,  are: 


IV60  1V6I  /drtd  IV64  1965  1966 

Per  Per  Per  Per  Per  Per  Per 


cent. 

Tax  officers 

Open  competitions 

12 

Limited  competitions 

15 

Promotions  

7 

Miscellaneous  

6 

Tax  officers  (higher  grade) 

Open  competitions 

40 

Limited  competitions 

4 

Promotions  

55 

Miscellaneous  

1 

Inspectors 

Promotions 

(a)  after  short  accounts 

course  90 

( b ) others  10 


•enl. 

cent. 

cent. 

cent. 

cent. 

cent. 

67 

84 

82 

42 

68 

79 

3 

4 

1 

11 

12 

10 

26 

8 

13 

38 

16 

8 

4 

4 

4 

9 

4 

3 

50 

46 

43 

27 

32 

44 

4 

7 

12 

16 

15 

12 

45 

45 

44 

55 

52 

42 

1 

2 

1 

2 

1 

2 

92 

92 

95 

92 

90 

98 

8 

8 

5 

8 

10 

2 

Recruitment  Situation 

180.  The  number  of  vacancies  declared  and  candidates  assigned  to  the 
Branch  from  open  and  limited  competitions  since  1960  has  been  as  follows;* 


Tax  officers 

Vacancies 

Assignments 

1960 

1,620 

1,207 

1961 

1.485 

1,166 

1962 

2,067 

1,957 

1963 

1,304 

1,300 

1964 

761 

463 

1965 

2,326 

1,749 

1966 

3,691 

3,365 
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Tax  officers  (higher  grade ) 

Limited 

Open  Competition  Competition* 

Vacancies  Assignments  Successful 


I960 

403 

296 

35 

1961 

400 

322 

47 

1962 

315 

319 

62 

1963 

150 

150 

58 

1964 

48 

47 

98 

1965 

250 

257 

83 

1966 

390 

331 

143 

Note: 

* The  Department  does  not  set  any  limit  to  the  number  of  limited  competition  places. 

Training 

181.  Tax  officers 

New  entrant  tax  officers  undergo  a training  lasting  about  14  months  during 
which  they  receive  instruction  on  the  full  range  of  tax  officer  duties.  It  includes 
five  separate  weeks  of  full-time  tuition  at  a training  centre,  the  first  four 
spaced  evenly  over  the  first  six  months  and  the  fifth  after  14  months  service. 
Each  trainee  has  several  changes  of  work  within  his  office  during  his  training 
period  and  the  following  year  with  the  object  of  giving  him  practical  experi- 
ence, as  far  as  possible,  of  all  the  subjects  covered  in  his  training  period. 

1 82.  Tax  officers  ( higher  gfade) 

New  entrant  tax  officers  (higher  grade)  undergo  training  for  rather  more 
than  two  years.  This  involves  training  on  the  job,  and  nine  weeks  of  full- 
time tuition  at  a training  centre  split  into  ten  visits  suitably  spaced  throughout 
the  whole  period. 

183.  Inspectors 

The  initial  training  required  by  the  inspector  dealt  with  in  this  section  of 
the  note  is  given  by  a short  accounts  course  lasting  for  about  twelve  months, 
which  is  taken  as  a tax  officer  (higher  grade).  It  includes  two  full-time  weeks 
and  group  lectures  at  a training  centre,  and  two  tests.  Instruction  is  given  in 
book-keeping  and  the  examination  of  the  accounts  of  smaller  businesses. 
Special  importance  is  attached  to  practical  experience  in  accounts  work. 
Upon  successful  completion  of  this  course,  the  officer  is  promoted  to  be  an 
inspector. 

184.  Shortly  after  promotion,  an  inspector  takes  a further  course  which 
gives  him  the  legal  background  to  the  instruction  he  has  received  in  the 
examination  of  accounts.  The  course  includes  group  lectures  and  ends  with 
a full-time  week  on  management  at  a training  centre.  At  present  the  course 
lasts  for  just  over  12  months  and  terminates  in  an  examination,  success  in 
which  qualifies  an  inspector  for  a special  increase  of  £125. 

Representation 

185.  The  recognised  staff  association  for  the  staff  of  the  Branch  dealt 
with  in  this  section  is  the  Inland  Revenue  Staff  Federation. 

3 
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II.  Collection  Service 

Duties 

186.  The  collection  service  is  a departmental  class  of  the  Inland  Revenue 
Department,  employed,  as  regards  England,  Wales  and  Northern  Ireland,  in 
the  Collection  Division  and  General  Accounting  Division  of  the  Accountant 
and  Comptroller  General’s  Branch  and  in  the  Scottish  Collection  Service 
(under  the  Comptroller  of  Stamps  and  Taxes  (Scotland)). 

187.  The  Collection  Division  and  the  Scottish  Collection  Service  are 
responsible  for  the  collection  of  income  tax  (including  tax  deductible  under 
PAYE),  Capital  Gains  Tax,  Profits  Tax,  Corporation  Tax,  and  for  the  re- 
covery of  Surtax  arrears.  They  also  collect  National  Insurance  Graduated 
Contributions  on  behalf  of  the  Ministry  of  Social  Security.  The  large  majority 
of  members  of  the  class  are  employed  in  257  local  collection  offices  (238  !u 
England,  Wales  and  Northern  Ireland  and  19  in  Scotland). 

188.  The  General  Accounting  Division  is  the  central  accounting  unit  of 
the  Department  for  all  receipts  and  payments  and  has  charge  of  the  Depart- 
ment’s banking  arrangements.  The  whole  of  the  staff  at  the  equivalent  of 
clerical  officer  and  above  for  the  Collection  and  General  Accounting  Divi- 
sions and  the  Scottish  Collection  Service  belong  to  the  Collection  Service 
class. 

Numbers  and  Pay 

189.  The  class  is  composed  of  the  following  grades: 

Numbers  at  1.4.67  Pay  from  1,1.66 


Permanent 

Temporary 

Total 

£ a year 

Principal  collector 

16 

_ 

16 

2,571-2,999 

Regional  collector  ... 

39 

— 

39 

1,977-2,411 

Senior  collector 

129 

— 

129 

1,797-2,155 

Collector  (higher  grade) 

242 

— 

242 

1,574-1,874 

Collector  

463 

1 

464 

1,212-1,457 

Senior  assistant  collector 

...  631 

6 

637 

1,014-1,254 

Assistant  collector  ... 

...  2,683 

685 

3,368 

356*~1,002 

Total  

...  4,203 

692 

4,895 

Note: 

* Pay  from  1.8.67. 

Structure 

190.  The  basic  grade  is  that  of  assistant  collector  (equivalent  to  the  clerical 
officer  grade).  Assistant  collectors  perform  all  the  clerical  duties  involved  in 
collection  and  accounting  except  those  appropriate  to  the  clerical  assistant 
and  other  sub-clerical  classes.  In  addition,  assistant  collectors  serving  in 
local  collection  offices  receive  and  bank  cash  and  documentary  remittances 
from  the  public,  and  call  on  taxpayers  and  employers  in  their  homes  of  at 
their  place  of  business  to  obtain  payment  or  returns  and  to  give  advice  and 
assistance  on  the  operation  of  PAYE. 
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191.  Senior  assistant  collectors  (to  which  there  is  no  general  service  equi- 
valent) supervise  assistant  collectors  and  also  deal  with  the  more  difficult 
of  the  routine  cases.  They  undertake  the  greater  part  of  the  work  of  recovery 
of  unpaid  tax  by  way  of  distraint  or  proceedings  in  magistrates’  or  county 
courts. 

192.  The  majority  of  members  of  the  collector  grade  serve  as  deputies  to 
collectors-in-charge  of  local  collection  offices.  Others  are  concerned  with  the 
recovery  of  tax  by  way  of  distraint  and  court  proceedings  or  are  engaged  in 
specialist  work.  The  management  of  local  collection  offices  is  normally  in 
the  hands  of  senior  collectors  (no  general  service  equivalent)  or  collector 
(higher  grade)  (equivalent  to  higher  executive  officer). 

193.  The  local  collection  offices  of  the  Collection  Division  and  the  Scot- 
tish Collection  Service  are  grouped  into  twenty  regions,  each  under  the 
general  supervision  of  a regional  collector  (equivalent  to  senior  executive 
officer).  The  principal  collectors  are  responsible  for  the  work  of  collection 
and  accounting  under  the  Accountant  and  Comptroller  General,  his  deputy 
and  three  assistant  accountant  and  comptroller  generals.  Their  functions  are 
broadly  similar  to  the  equivalent  general  service  grade  of  chief  executive 
officer. 

Methods  of  Entry 

194.  Entry  to  the  collection  service  class  is  to  the  assistant  collector  grade 
through  the  open  or  limited  competitions  for  the  clerical  classes  and  through 
G.C.E.  qualification.  Direct  recruitment  is  restricted  to  the  basic  grade  but 
promotions  are  also  made  from  the  sub-clerical  classes.  The  qualifications 
and  age  limits  are  the  same  as  those  for  entry  into  the  clerical  officer  class. 

Recruitment 

195.  The  number  of  vacancies  declared,  and  the  number  of  officers  actually 
taking  up  duty  in  recent  years  have  been: 


Vacancies 

Officers  taking 
up  duty 

1961 

650 

442 

1962 

602 

482 

1963 

200 

158 

1964 

131 

105 

1965 

305 

198 

1966 

640 

542 

Promotion 

196.  All  vacancies  above  the  basic  grade  of  assistant  collector  are  filled 
by  promotion  from  within  the  class.  An  agreed  proportion  (at  present  a 
maximum  of  one  half)  of  vacancies  for  senior  assistant  collectors  are  filled 
by  successful  candidates  in  an  annual  competition  run  by  the  Civil  Service 
Commission  and  limited  to  assistant  collectors  between  the  ages  of  22  and  26. 
For  1968  and  subsequent  years  the  upper  age  limit  will  be  25. 
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Representation 

197.  The  recognised  staff  association  for  the  collection  service  is  the 
Inland  Revenue  Staff  Federation. 

(A)  The  Valuer  Class 

Duties 

198.  The  valuer  class  is  a departmental  variant  of  the  works  group  of 
professional  classes.  Its  duties  cover  making  valuations  of  land  and  building! 
which  arc  the  subject  of  Inland  Revenue  taxation;  undertaking  valuation 
work  for  other  departments,  for  local  authorities  and  for  certain  other 
public  bodies;  and  the  preparation  and  maintenance  of  the  rating  valuation 
lists.  Major  increases  of  work  have  recently  arisen  from  Capital  Gains  Tax 
and  the  levy  and  requisition  and  disposals  from  the  Land  Commission. 

Numbers  and  Pay 

199.  Member  of  the  valuer  class  in  the  Valuation  Office  are  divided  into  the 


following  grades; 

Numbers  at  1.4.67 
Permanent  Temporary 

Total 

Pay  from  1.1.66 
£ a year 

Chief  valuer 

1 

— 

1 

6,300* 

Deputy  chief  valuer 

3 

— 

3t 

5,000* 

Assistant  chief  valuer 

7 

— 

7 

4,625* 

Superintending  valuers 

39 

— 

39 

3,755-4,175* 

First  class  valuers  ... 

292 

292 

3,131-3,576 

Senior  valuers 

289 

— 

289 

2,639-3,105 

Valuers  (main  grade) 

741 

50 

79  If 

1,894-2,510 

Valuers  (basic  grade) 

481 

226 

707 

937  (at  21) 

Total  

...  1,853 

276 

2,129 

1,796  (at  36) 
1,894 

Notes: 

* From  1st  September,  1965. 

t Includes  the  Chief  Valuer  (Scotland)  (4,825). 

I Includes  1 1 regional  building  surveyors. 

200.  There  are  at  present  276  cadet  valuers  in  post,  238  in  England  and 
Wales  and  38  in  Scotland.  It  is  expected  that  their  numbers  will  eventually 
approach  400. 

201.  Their  pay  ranges  from  £584  at  age  18  or  below  to  £1,034  at  age  25 
and  a maximum  of  £1,457.  In  addition  they  get  a special  increase  of  £55  on 
passing  the  intermediate  examination.  The  increase  is  not  carried  beyond 
the  maximum  of  the  pay  scale. 

202.  In  addition  there  are  some  150  unqualified  temporary  valuation 
assistants  (£61 1— £1,149  a year)  who  are  mostly  training  for  professional  quali- 
fications. 
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Structure 

203.  The  two  chief  valuers  are  separately  responsbile  to  the  Board  of 
Inland  Revenue. 

204.  In  England  and  Wales  the  chief  valuer  is  assisted  by  two  deputy  chief 
valuers,  who  are  responsible  for  capital  valuation  and  rating  valuation 
respectively,  and  by  seven  assistant  chief  valuers. 

205.  The  202  local  offices  in  England  and  Wales  are  organised  in  25  regions, 
each  in  the  charge  of  a superintending  valuer.  Each  local  office  is  known  as 
a district  and  area  office  and  is  in  the  charge  of  a first-class  valuer.  The 
deputy  to  the  officer  in  charge  is  ordinarily  a senior  valuer. 

206.  In  Scotland  there  is  a similar,  though  smaller  organisation,  but  local 
offices  are  not  concerned  with  rating  valuation,  which  is  the  responsibility  of 
local  authorities. 

Methods  of  Entry 

207.  Entry  into  the  class  is  normally  by  open  competition  to  the  valuer 
grade,  or  by  promotion  from  cadet  valuer. 

208.  An  open  competition  for  entry  direct  to  valuer  (main  grade)  was  held 
in  early  1967  and  a further  one  in  1968  is  under  consideration. 

209.  The  cadet  grade  was  introduced  in  early  1966  with  the  object  of 
training  school  leavers  and  others  to  become  qualified  valuation  surveyors. 
On  successful  completion  of  their  training  and  passing  or  obtaining  exemp- 
tion from  the  final  examinations  of  either  of  the  professional  bodies  mentioned 
in  paragraph  216  they  are  appointed  to  the  valuer  grade. 

Qualifications  and  Age  Limits 

210.  The  lower  age  limit  for  the  open  competition  for  valuers  has  over  the 
last  few  years  been  reduced  from  25  to  21.  There  is  now  no  upper  age  limit. 

211.  For  the  main  grade  candidates  have  normally  to  be  at  least  35  and 
under  55  years  of  age  and  must  have  had  12  years,  professional  experience. 

212.  Selection  is  by  interview  alone,  by  a board  comprising  Civil  Service 
Commission  and  departmental  members. 

213.  Candidates  must  have  passed  either  the  Final  Examination  of  the 
Royal  Institution  of  Chartered  Surveyors,  the  Chartered  Auctioneers’  and 
Estate  Agents’  Institute,  or  the  Chartered  Land  Agents’  Society,  or  hold  a 
University  degree  (e.g.  in  estate  management)  which  gives  exemption  from  the 
examinations  of  any  of  these  three  bodies  candidates  for  the  basic  grade  need 
not  have  achieved  corporate  membership  of  one  of  these  bodies  at  the  time 
of  the  competition,  but  they  must  obtain  it  during  the  period  of  probation 
as  a condition  of  confirmation  of  their  appointment. 

214.  Candidates  are  also  required  to  have  had  at  least  four  years’  profes- 
sional experience  before  or  after  qualifying.  From  1966  a candidate  who  has 
attended  a University  or  College  for  not  less  than  three  years  on  a full-time 
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course,  leading  to  any  of  the  qualifications  stipulated,  need  have  had  only 
two  years’  professional  experience. 

215.  Entry  to  the  cadet  valuer  grade  is  by: 

(a)  Open  competition  by  interview  for  candidates  who  are  at  least  17£ 
and  under  25  who  have  educational  qualifications  of  broadly  the 
same  standard  as  those  prescribed  for  the  executive  class  to  satisfy 
the  requirements  for  students  membership  to  the  Royal  Institution 
of  Chartered  Surveyors.  Competitions  arc  held  twice  yearly,  the 
main  one  in  September  and  a supplementary  competition  in  January 
or  February. 

( b ) Limited  Competition  open  only  to  established  clerical  staff  in  the 
Valuation  Office  who  are  at  least  18  and  under  25.  Selection  is  by 
non-academic  written  examination  held  annually  in  August  (the  same 
as  for  the  general  executive  class)  and  interview.  Candidates  must 
have  educational  qualifications  which  satisfy  the  entrance  require- 
ments for  student  membership  of  either  the  Royal  Institution  of 
Chartered  Surveyors  or  the  Chartered  Auctioneers  and  Estate 
Agents  Institute. 

(c)  Promotion  by  departmental  selection  from  established  members  of  the 
Valuation  Office  clerical  staff  aged  25  and  over  who  have  educational 
qualifications  which  satisfy  the  entrance  requirements  of  either  of  the 
professional  societies  named  in  (A). 

216.  A cadet  valuer  receives  at  least  three  years  practical  training  in  the 
Valuation  Office  to  which  he  is  assigned.  During  this  period  of  training  he 
undertakes  a postal  tuition  course  in  preparation  for  the  First,  Intermediate 
and  Final  Examination  of  either  the  Royal  Institution  of  Chartered  Surveyors, 
the  Chartered  Auctioneers’  and  Estate  Agents’  Institute  or,  in  certain  cases, 
the  First,  Part  I Final  and  Part  II  Final  of  a degree  in  Estate  Management. 


217.  Competition  Results 

Grades 

Vacancies 

Took  up 

Applicants  Successful  Duties 

Valuers 

i960 

67 

261 

67 

64 

Valuers 

1961 

up  to  50 

116 

41 

41 

Valuers 

1962 

at  least  64 

141 

46 

43 

Valuers 

1963 

not  stated 

46 

30 

28 

Valuers 

1964 

not  stated 

87 

58 

56 

Valuers 

1965 

not  stated 

103 

46 

45 

Valuers 

1966 

87 

41 

37 

Cadet  Valuers 

Vacancies  Applicants 

Successful 

Certificated / 
Appointed 

Open  1966 

About 

100 

594 

146 

130 

Limited  1966 

40 

81 

9 

9 

In  addition  there  were  8 promotions  to  the  grade  in  April  1967, 
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Representation 

218.  The  recognised  staff  association  is  the  Institution  of  Professional  Civil 
Servants.  In  the  case  of  cadet  valuers,  the  Inland  Revenue  Staff  Federation 
is  also  recognised. 


(B)  Non-Professional  Staff 

Duties 

219.  Besides  the  usual  clerical  duties  the  non-professional  staff  provide  a 
wide  range  of  assistance  to  the  professional  valuers,  including  the  main- 
tenance of  the  record  of  property  transaction  and  other  statistics. 

220.  For  capital  valuations  they  may  be  called  on  to  extract  information 
from  the  records  about  comparable  properties,  prepare  plans,  calculate  areas 
and  make  inspections  on  the  site. 

221.  For  rating  purposes  they  provide  surveying  assistance,  measuring 
up  all  kinds  of  property,  preparing  plans  and  suggesting  rating  assessments. 
They  also  see  to  the  clerical  work  in  connection  with  proposals  to  alter  the 
valuation  lists,  and  with  objections  to  and  appeals  against  those  proposals, 
ensuring  that  the  statutory  time  limits  are  observed. 


Numbers  and  Pay 

222.  The  departmental  non-professional  staff  of  the  Valuation  Office  is  as 
follows: 


Numbers  at  1.4.67 

Pay  (from  1.1.66 ) 

Valuation  clerks 

Permanent 

Temporary 

Total 

£ a year 

(higher  grade) 

...  440 

11 

451 

1,212-1,457 

Senior  valuation  clerks 

...  404 

— 

404 

765-1,140 

Valuation  clerks 

...  1,624 

461 

2,085 

356*— 1,002 

Total  

...  2,468 

472 

2,940 

•From  1.1.68 


223.  Excluded  from  the  above  table  are  the  chief  executive  officer,  senior 
executive  officers  and  staff  officers  and  the  supporting  clerical  assistants  and 
other  office  grades. 

Structure 

224.  The  basic  grade  is  the  valuation  clerk.  After  a period  on  desk  training 
indoors,  he  is  given  a course  in  basic  surveying  assistance  duties.  At  different 
stages  of  his  career  he  may  be  employed  indoors  or  outdoors. 

223.  Promotion  to  senior  valuation  clerk  generally  depends  on  the  success- 
ful completion  of  a further  course  in  advanced  surveying  assistance  duties, 
but  there  are  also  a few  supervisory  indoor  posts. 

226.  The  valuation  clerk  (higher  grade),  in  addition  to  being,  normally, 
the  supervising  clerical  officer  in  a local  office,  is  also  trained  in  surveying  the 
most  complicated  types  of  property  and  may  be  employed  in  either  duty. 
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221,  In  some  of  the  largest  local  offices  and  in  regional  offices  the  super- 
vising clerical  officer  is  a staff  officer.  At  the  head  of  the  non-professional 
structure  there  are  two  senior  executive  officers  and  one  chief  executive 
officer  in  the  Establishment  section  of  the  Head  Office. 

Methods  of  entry 

228.  Valuation  clerks  are  drawn  from  the  competition  for  clerical  officers. 
All  other  grades  are  filled  by  promotion.  Some  clerical  assistants  become 
valuation  clerks  by  promotion. 

229.  The  entry  to  the  valuation  clerk  grade  since  1960  has  been: 


I960  1961  1962 

1963  1964 

1965 

1966 

(a)  New  entrants* 

...  266  149  120 

152  549 

223 

279 

(b)  By  promotion 

57  42  28 

45  54 

18 

30 

* Includes  entry  by  competition,  transfers,  regradings  and  reversions. 

Recruitment  situation 

230.  Valuation  clerks 

Vacancies 

Certificated 

1960  ... 

220 

165 

1961  ... 

96 

88 

1962  ... 

102 

98 

1963  ... 

89 

86 

1964  ... 

619 

538 

1965  ... 

207 

156 

1966  ... 

292 

213 

Representation 

231.  The  recognised  staff  association  is  the  Inland  Revenue  Staff  Federation. 
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CHAPTER  17 


ministry  of  labour 


I.  Tnii  Departmental  Class  of  the  Ministry  of  Labour 

General 


232.  The  departmental  class  of  the  Ministry  of  I 
and  clerical  grades  of  staff  corresponding  to  the  Treasury  grades  froSo? 
chief  executive  officer  down  to  clerical  asistant,  as  follows* 


Departmental  grade 

Equivalent  Treasury  grade 

Grade  1 

S.C.E.O. 

Grade  2 

C.E.O. 

Grade  3 

S.E.O. 

Grade  4 

H.E.O. 

Cadet 

— — 

Grade  5 

E.O. 

Grade  6 

C.O. 

Grade  7 

C.A. 

3 a,"l8/ade  4 ol!kers  enj°y  salafy  )eads  at  the  maxima  of  the  scales 
ot  tel  and  £75  over  their  respective  Treasury-grade  equivalents. 

Duties 

Executive  component  ( Grades  1-5) 

233.  Officers  in  grades  1 to  5 are  concerned  with  the  implementation  of 
policy  m Headquarters  and  in  the  regional  organization.  Some  grade  1 
and  grade  2 posts  in  Headquarters  are  closely  concerned  with  policy  itself; 
in  the  regions  grade  I officers  are  deputy  regional  controllers  and  grade  2 
officers  are  assistant  regional  controllers  and  regional  finance  officers. 

234.  Most  managerial  posts  in  Employment  Exchanges  are  filled  by  officers 
m grades  3 to  5,  a very  few  by  grade  2 officers.  These  posts,  particularly  those 
in  grade  4 and  above,  involve  a considerable  amount  of  representational 
work  and  have  an  important  public  relations  aspect. 

Clerical  component  ( Grades  6 and  7) 

235  Particularly  in  Employment  Exchanges  many  of  the  duties  of  Grade 
6 officers  entail  face-to-face  dealings  with  the  public  in  circumstances  that 
they  demand  tact  and  the  exercise  of  judgment  (e.g.  in  interviews  connected 
with  employment  matters).  The  duties  of  grade  6 officers  in  regional  offices 
and  headquarters  are  closely  akin  to  those  performed  by  clerical  officers  in 
such  offices  in  other  departments. 

236.  The  duties  performed  by  grade  7 officers  are  mostly  routine,  although 
they  too  have  dealings  with  the  public  in  Employment  Exchanges. 
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Numbers  and  pay 

237.  The  numbers  and  pay  of  officers  in  the  departmental  class  are  as 


follows: 

Numbers  at  1.4.67 

Pay  from  1.4.67 

Permament 

Temporary 

Total 

£ a year 

Grade  1 

22 

— 

22 

3,156-3,500 

Grade  2 

106 

— 

106 

2,571-2,999 

Grade  3 

342 

1 

343 

2,006-2,498 

Grade  4 

...  1,115 

— 

1,115 

1,574-1,949 

Cadet 

22 

— 

22 

890-1,574 

Grade  5 

...  4,015 

— 

4,015 

568-1,457 

Grade  6 

...  8,619 

1,263 

9,882 

3561-1,002 

Grade  7 

...  1,312 

4,632 

5,944* 

£5  4s.  6d. — 

£14  14s.  6d. 

(a  week) 

Total 

...  15,553 

5,896 

21,449 

N otcs  * 

* Grade  7s  are  also  included  in  the  figure  for  clerical  assistants  in  Chapter  13. 

t From  1.8.67. 

Structure 

238.  The  structure  of  the  departmental  class  is  generally  similar  to  that 
of  the  general  executive  class.  Grade  1 officers  are  responsible  for  major 
divisions  of  headquarters  branches,  particularly  in  Finance  Department, 
or  are  deputy  regional  controllers.  In  either  case  they  are  supported  by 
a number  of  grade  2 officers,  each  responsible  for  a division  of  work.  The 
normal  sub-division  of  executive  responsibility  follows  down  to  grade  5 
level. 

239.  The  cadet  grade  is  a special  entry  grade  for  honours  graduates, 
Cadets  are  allocated  to  grade  5 posts  for  eighteen  months  after  initial  train- 
ing, are  then  allocated  to  grade  4 duties,  and  are  expected  to  achieve  sub- 
stantive promotion  to  grade  4 in,  at  most,  four  years  from  the  date  of  entry 
to  the  department. 

Recruitment 

Methods  of  entry 

240.  Direct  entry  to  grade  5 is  from  the  open  G.C.E.  and  H.M.  Forces 
and  Overseas  Civil  Service  executive  class  competitions. 

241.  Entry  to  the  cadet  grade  is  by  way  of  a special  annual  competition 
for  honours  graduates. 

242.  Grade  6 and  grade  7 officers  are  recruited  from  the  competitions 
for  the  clerical  officer  and  clerical  assistant  classes. 
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Qualifications  and  age  limits 

243.  The  qualifications  and  age  limits  for  competition  entrants  to  wades  5 
6 and  7 are  those  that  apply  to  the  appropriate  general  service  executive 
and  clerical  competitions. 


244.  Candidates  for  the  cadet  competition  must  have  a university  dewee 
or  a diploma  in  technology  with  first  or  second  class  honours'  ase  limits 
are  20-28.  Certain  concessions  relating  to  both  educational  qualifications 
and  the  upper  age  limit  may  apply  in  the  case  of  H.M.  Forces  and  Overseas 
Civil  Service  candidates.  Selection  is  by  preliminary  interview  followed 
by  a final  selection  board.  This  procedure  has  been  introduced  for  the 
first  time  in  1966.  Previous  recruitment  was  through  the  special  depart- 
mental competitions  (Method  I and  Method  II)  associated  with  those  for 
the  administrative  class. 


Recruitment  Situation 

245.  The  following  table  shows  the  numbers  of  vacancies  notified  to  the 
Commission  and  the  number  of  assignments  from  the  appropriate  general 
service  competitions  to  the  Ministry  of  Labour  departmental  class: 


Grade  5 Grade  6 


Vacancies 

Assignments 

Vacancies  Assignments 

I960 

18 

16 

Not  available 

1961 

36 

27 

Not  available 

1962 



30 

30 

Not  available 

1963 

39 

34 

1,447  850 

1964 

36 

32 

592  373 

1965 

84 

71 

1,637  700 

1966 

...  132 

132 

* 1,665 

Cadet  , 

Vacancies 

Assignments 

1960 

...  ... 

10 

5 

1961 

10 

7 

1962 

10 

6 

1963 

10 

4 

1964 

10 

5 

1965 

10 

6 

1966 

...  im 

...  10 

7 

dote: 

* Vacancies  for  grade  6 arc  now  declared  for  certain  open  and  limited  competitions 
only.  Most  candidates  are  recruited  from  local  competitions  and  regions  are  permitted 
to  recruit  within  the  limits  of  their  permanent  complements.  The  Civil  ISetvice  Com- 
mission is  notified  quarterly  of  any  shortfall.  On  1st  January  1967  there  were  2,098  out- 
standing vacancies  due  to  the  rapid  expansion  of  the  department  in  the  latter  part  of  1966. 
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Promotion  outlets 

246.  Promotion  is  normally  within  the  departmental  class,  which  stands 
apart  from  the  Treasury  promotions  pool.  Cadets  are  required  to  gain 
promotion  to  grade  4 in  four  years  at  most;  if  they  fail  to  do  so  they  are 
offered  posts  in  grade  5 and  are  thereafter  considered  for  promotion  on  the 
same  basis  as  all  grade  5 officers.  Grade  6 officers  are  not  eligible  for  the 
limited  competition  for  the  executive  class.  Unlike  clerical  officers  in  other 
departments,  however,  they  can  be  promoted  to  executive  duties  (grade  5) 
below  the  age  of  25. 


Representation 

247.  The  recognised  staff  association  for  grade  1 officers  is  the  Association 
of  Grade  1 Officers;  grades  2-4  and  cadets  are  represented  by  the  Association 
of  Officers  of  the  Ministry  of  Labour,  grades  6 and  7 by  the  Ministry  of 
Labour  Staff  Association  and,  in  headquarters,  the  Civil  Service  Clerical 
Association.  Grade  5 officers  may  be  members  of  either  the  Association 
of  Officers  or  the  Ministry  of  Labour  or  the  Ministry  of  Labour  Staff  Asso- 
ciation. 


11.  The  Factory  Inspectorate 

Duties 

248.  H.M.  Inspectors  of  Factories  are  concerned  with  the  administration 
of  the  Factories  Act,  the  Orders  and  Regulations  made  under  it,  and  the 
Offices,  Shops  and  Railway  Premises  Act.  1962.  These  relate  to  safety, 
health  'and  welfare  matters  in  factories,  warehouses,  construction  sites,  docks, 
electrical  generating  stations,  offices,  shops  and  other  premises  covered  by 
the  Acts. 


Numbers  and  Pay 

249.  The  Inspectorate  consists  of  the  following  grades: 


Numbers  at  1.4.67  Pay  from  1.1.66 

Permanent  Temporary  Total  £ a year 


Chief  inspector  

1 

— 

I 

5,250* 

Deputy  chief  inspector 

5 

— 

5 

• 4,430f 

Superintending  inspector  .. 
Deputy  superintending 

. 13 

13 

3,203-3, 839f 

inspector  

. 26 

— 

26 

2,626~3,408f 

Inspectors  class  1 A 

. 95 

— 

95 

2,006-2,999 

Inspectors  class  IB 

. 153 

— 

153 

1,609-2,277 

Inspectors  class  II 

. 105 

105 

830  (21)— 
1,106  (26)— 
1,433$ 
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Medical  Branch 
(various  grades)  ... 

Electrical  Branch 
(various  grades)  . . . 
Engineering  Branch 
(various  grades)  ... 

Building  and  Civil  Engineering 
Branch  (various  grades) 
Chemical  Branch 
(various  grades)  ... 

Total  


rmunenl  Temporary 

Total 

17 

— 

17 

13 

— 

13 

21 

— 

21 

1 

5 

— 

5 

19 

— 

19 

476 

476 

Notes: 

'From  1.6.66. 

(From  1.5.65, 

(On  completion  of  probation  a special  Increment  of  £40  wiihln  the  scale  Is  payable 
in  addition  to  the  normal  increment  . 

Details  of  the  salaries  of  the  various  grades  in  the  specialist  branches  lire  not  given 
here.  In  general  the  grading  tuniclun  and  the  salaries  payable  are  similar  to  those  of 
the  works  group  of  orofuawonat  classes.  Member*  of  the  Mcdieal  Branch  are  also 
members  of  the  medical  officer  class  and  are  included  In  the  figures  given  In  the 
chapter  on  that  class  In  this  memorandum. 


Structure 

250.  The  Factory  Inspectorate  it  under  the  control  of  the  Chief  Inspector. 
He  is  assisted  by  five  deputy  chief  inspectors  who,  together  with  a number 
of  deputy  superintending  inspectors  and  the  Medical,  Electrical,  Engineering, 
Building  and  Civil  Engineering  and  Chemical  Branches  form  the  central 
office.  Outside  Headquarters  the  country  is  divided  into  13  divisions  and 
these  are  suh-divided  into  115  districts  of  which  13  (one  in  each  division) 
specialise  in  building  and  construction  work.  Each  is  staffed  by  members  of  the 
general  inspectorate.  A typical  district  will  he  in  the  charge  of  a district 
inspector  (normally  class  I A)  who  will  have  two  or  three  inspectors  (class  IB 
and  II),  each  responsible  for  covering  a part  of  the  district.  Each  division 
is  in  the  charge  of  a superintending  inspector. 

251.  An  inspector  in  the  general  inspectorate  spends  most  of  his  time  in 
factories  and  on  building  sites  conducting  general  inspections  and  investi- 
gating accidents  or  cases  of  industrial  disease.  He  also  offers  employers 
advice  on  health  and  safely  problems  and  co-operates  as  necessary  with 
trade  union  representatives  and  with  a number  of  voluntary  organisations 
which  have  an  interest  in  safer  and  healthier  conditions  in  industry. 

252.  The  Medical,  Electrical,  Engineering,  Building  and  Civil  Engineering 
and  Chemical  Branches  form  the  special  inspectorate  which  provides  the 
general  Inspectorate  with  professional  advice. 
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Recruitment 

253.  Normal  entry  to  the  general  Inspectorate  is  by  continuous  open 
competition.  Interview  boards  are  held  once  every  two  months.  From 
time  to  time  suitably  qualified  members  of  the  departmental  grades  are 
afforded  the  opportunity  to  transfer  into  the  Inspectorate. 

254.  Candidates  for  the  open  competition  must  be  at  least  21  and  should 
normally  be  under  30  years  of  age,  but 

(a)  Older  candidates  having  experience  or  special  value  to  the  Inspec- 
torate may  be  considered ; 

(A)  A candidate  who  has  served  or  who  is  serving  on  a regular  engage- 
ment in  H.M.  Forces  or  who  is  or  has  been  a member  of  H.M.  Over- 
seas Civil  Service  may  make  certain  deductions  from  his  actualage. 

255.  Candidates  should  normally  have  a university  degree  or  a diploma  in 
technology  or  a professional  qualification  of  comparable  standard. 

256.  Candidates  without  any  of  the  qualifications  mentioned  above  are 
considered  if  they  have  had  at  least  five  years'  works  or  other  practical 
industrial  experience  in  managerial  or  other  responsible  positions,  and  also 
possess  good  technical  or  general  qualifications.  Such  candidates  are  normally 
expected  to  have  studied  at  least  up  to  the  standard  of  an  Ordinary  National 
Certificate  or  the  Advanced  Level  of  the  General  Certificate  of  Education. 

257.  Preference  is  given  to  candidates  with  practical  experience  in  industry, 
and  a real  interest  in,  and  knowledge  of,  practical  affairs  and  social  questions 
is  looked  for. 

258.  Candidates  for  Medical  Branch  must  be  at  least  28  years.  They 
must  have  a sound  knowledge  of  medicine,  and  post-graduate  experience 
is  essential.  An  interest  in  industrial  medicine  or  other  aspects  of  preventive 
medicine  is  an  advantage.  There  is  no  rigid  age  limit  for  the  other  specialist 
branches,  but  in  most  cases  the  main  field  of  selection  is  from  candidates 
aged  35  and  over.  Although  well  qualified  younger  candidates  are  con- 
sidered, several  years  relevant  professional  experience  is  normally  required. 

259.  Selection  is  by  a Civil  Service  Commission  Selection  Board  on  which 
the  Factory  Inspectorate  and  the  Establishments  Department  of  the  Ministry 
of  Labour  are  represented. 

260.  The  following  table  sets  out  the  recruitment  position  for  the  general 
Inspectorate: 


Years 

Applications 

Successes 

Certificated 1 
Appointed* 

1960 

302 

44 

30  (29) 

1961 

369 

40 

32  (27) 

1962 

852 

48 

42  (34) 

1963 

1,324 

58 

44  (37) 

1964 

718 

54 

43  (39) 

1965 

487 

32 

25  (23) 

1966 

407 

34 

24 

Note: 

•The  figures  in  brackets  show  the  numbers  appointed,  except  In  1166  when  only  the 
numbers  appointed  arc  shown. 
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261.  The  following  table  show*  the  numbers  or  permanent  and  temporary 

posts  and  staff,  and  the  excess  or  short-fall  on  1st  April,  1967: 


Ports 

Staff  In 

Shortfall 

Post 

No. 

Percentage 

General  Inspectorate 

429 

m 

-34 

-8-0 

Medical  Branch 

19 

17 

-2 

— 100 

Electrical  Branch 

14 

n 

-1 

-7-0 

Engineering  Branch 

26 

21 

— 5 

- 19.0 

Building  amt  Civil  Engineering  Branch 

5 

5 

Chemical  Branch 

27 

19 

-8 

30-0 

Probation 

262.  An  inspector  upon  first  appointment  to  the  general  inspectorate  is 
subject  to  at  least  two  years'  and  not  more  than  three  years’  probation. 
At,  or  before,  this  time  an  inspector  is  required  to  take  a written  test  in 
factory  law,  industrial  hygiene  and  sanitary  science. 

Representation 

263.  The  recognised  staff  association  for  members  of  H.M.  Factory 
Inspectorate  is  the  Institution  of  Professional  Civil  Servants. 
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CHAPTER  18 

THE  ARCHITECTURAL  AND  ENGINEERING 
DRAUGHTSMEN  CLASSES 


Duties 

264.  These  are  a series  of  departmental  classes  linked  for  the  purpose  of 
pay  and  certain  other  conditions  of  service.  The  group  falls  into  three  main 
categories— architectural,  civil  engineering,  and  mechanical  and  electrical 
engineering.  Their  duties  vary  according  to  the  department  in  which  they 
are  employed.  In  general,  their  function  is  to  prepare  or  assist  in  the  pre- 
paration of  the  engineering  or  architectural  drawings  and  plans  needed  for 
production  purposes  or  for  building  operations  and  thus  to  assist  in  the 
design  of  engineering,  civil  engineering  and  architectural  projects. 

Numbers  and  pay 

265.  The  classes  are  composed  of  the  following  grades: 

Numbers  at  1.4.67  Pay  from  1.1.66 


Chief  draughtsman  and 

Permanent 

Temporary 

Total 

£ a year 

above 

180 

1 

181 

1,904-2,400 

Senior  draughtsman 

1,140 

20 

1,160 

1,527-1,879 

Leading  draughtsman  ... 

2,530 

277 

2,807 

1,263  1,480 

Draughtsman  

2,416 

1,733 

4,149 

729  (at  20)*— 
766  (at  21)- 
1,154  (at  28)- 
1,263 

Drawing  office  assistant ... 

1,114 

271 

1,385 

461  (at  18)— 
719  (at  23)- 
875  (women 
only,  823  for 
men) 

Total 

♦From  1.8.67 

7,380 

2,302 

9,682 

Structure 

266.  Draughtsman  is  the  basic  grade  and  the  largest  numerically.  Lead- 
ing draughtsmen  arc  normally  leaders  of  small  teams  handling  work  collec- 
tively, or  carrying  out  high  quality  individual  work.  The  senior  draughts- 
man is  primarily  a supervisory  grade,  while  the  grade  of  chief  draughtsman 
is  essentially  for  large  offices  consisting  of  a number  of  sections.  The  func- 
tion of  the  grade  of  drawing  office  assistant  is  to  relieve  the  skilled  draughts- 
man of  routine  work  which  is  within  the  capacity  of  one  less  highly  trained, 
to  offer  a promotion  avenue  to  tracers  and  to  a limited  extent  to  give  a 
training  ground  to  draughtsmen. 

267.  The  majority  of  members  of  the  architectural  and  civil  engineering 
draughtsman  classes  are  employed  by  the  Ministry  of  Public  Building  and 
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Works.  Considerable  numbers  of  mechanical  and  electrical  engineering 
draughtsmen  are  employed  in  the  Defence  Departments  (the  Navy  Depart 
ment  is  the  largest  single  employer),  the  Post  Office,  the  Ministry  of  Tech™ 
ogy  and  the  Ministry  of  Public  Building  and  Works  y 

Recruitment 

268.  Recruitment  to  established  posts  is  normally  to  the  basic  grade  of 
draughtsman  by  open  competition  (interview).  The  minimum  age  limit  i 
20.  There  is  no  upper  age  limit. 


269.  Candidates  or  appointment  should  have  reached  a satisfactory  stan- 
dard of  technical  knowledge  (normally  the  possession  of  an  appropriate 
Ordinary  National  Certificate  or  City  and  Guilds  Technicians  Certificate) 
adequate  practical  training  (equivalent  to  an  apprenticeship  or  pupilage  lasting 
at  least  three  years  with  a good  class  firm  or  organisation),  and  adequate 
drawing  office  experience  (at  least  one  year  in  full-time  drawing  office  work) 


270.  Many  appointments  are  made  on  an  unestablished  basis  in  the  first 
instance  by  local  departmental  recruitment, 


271.  Only  women  are  recruited  to  the  subordinate  grade  of  drawing  office 
assistant,  normally  by  promotion  of  tracers. 


272.  The  following  table  seta  out  the  recruitment  position  in  the  last  seven 


years : 

Vacancies 

Applications 

Successes 

Certificated! 

I960 

Open 

350 

204 

45 

Appointed 

41 

Limited 

230 

351 

91 

86 

Total 

580 

555 

136 

127 







1961 

Open  

350 

167 

46 

44 

Limited 

250 

340 

109 

108 

——• > — 

_ 

— 

— 

Total  ., 

600 

507 

155 

152 

— 

. 

— 

1962 

Open  

329 

511 

159 

129 

Limited 

396 

682 

157 

150 

— — 

— 

— 

— 

Total  ... 

725 

1,193 

316 

279 

1963 

Open  

451 

1,762 

348 

320 

Limited 

— 

— 

— 

— 

— 

— 

Total  ... 

451 

1,762 

348 

320 
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1964 

Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

Open  

534 

1,103 

215 

187  (169) 

Limited 

— 

— 

— 

— 

Total 

534 

1,103 

215 

187  (169) 

1965 

Open  

704 

1,002 

225 

173  (161) 

Limited 

355 

596 

308 

294  (294) 

Total 

1,059 

1,598 

533 

467  (455) 

1966* 

Open  

745 

1,076 

250 

190 

Limited 

182* 

326* 

183* 

99 

Total 

927 

1,402 

433 

289 

* Some  of  these  candidates  were  appointed  as  Tech  111 sec  paragraph  509. 

273.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
excess  or  shortfall  on  1st  January: 


Posts 

Staff  In  post 

Excess  or  shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1960 

9,668 

6,542 

2,677 

9,219 

- -4.fi 

1961 

9,945 

7,007 

1.981 

8,988 

-957 

— 96 

1963 

10.213 

7,015 

2,825 

9,840 

-373 

-3'7 

1964 

10,019 

6,803 

2,816 

9,619 

- 400 

— 4’0 

1965 

10,137 

6,888 

2,901 

9.789 

-348 

~3'4 

1966 

10,006 

7,070 

2,448 

9,518 

-488 

— 4'9 

1967 

(1st  April) 

10,568 

7,380 

2,302 

9,682 

-886 

-8-4 

Representation 

274.  There  are  two  recognised  staff  associations,  the  Institution  of  Pro- 
fessional Civil  Servants  and  the  Society  of  Technical  Civil  Servants.  For 
drawing  office  assistants  only  the  latter  is  recognised. 
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CHAPTER  19 


the  cartographic  and  and 

Duties 

275.  These  are  departmental  classes,  linked  for  pay  and  certain  other  con- 
dmons  of  service.  They  are  concerned  with  mapping  and  recording  Their 
work  involves  the  construction  revision  and  amplification  of  maps  char 
plans  and  diagrams  etc.  and  the  plotting  and  noting  on  maps  and  plans  of 
information  such  as  boundaries,  area  and  density  of  some  particular  popula- 
tion. In  Ordnance  Survey  the  staff  may  specialise  in  surveying  and  wdi  be 
concerned  with  the  measurement,  aided  by  various  instruments,  of  roads 

siSi'Ks&'r  ”a  ",K  ■”d 


Numbers  and  Pay 

276.  The  class  is  divided  into  the  following  grades: 


Numbers  at  1.4.67 


Permanent  Temporary 

Total 

£ a year 

Chief  draughtsman/surveyor  70 

Draughtsman/surveyor 

— 

70 

1,699-2,041 

(senior  grade) 
Draughtsman/surveyor 

267 

2 

269 

1,418-1,699 

(higher  grade) 

1,145 

21 

1,166 

1,190-1,418 

Draughtsman/surveyor  ... 

2,156 

359 

2,515 

370  (at  16)— 
639  (at  21)- 
l,190*f 

Cartographic  assistant  ... 

85 

81 

166 

284  (at  15)— 
585  (at  21)— 
805f 

Total  

Note 

* With  an  efficiency  bar  at  the 
t From  1.8.67. 

3,723 

21  age  point. 

463 

4,186 

Structure 

277,  The  work  of  the  classes  varies  considerably  from  department  to 
department,  both  in  kind  and  quality  and  departments  use  alternative  titles 
to  that  of  draughtsmen  by  which  they  are  referred  to  in  this  chapter,  e.g. 
surveyor.  In  some  departments  drawing  skill  is  paramount,  while  in  others 
ability  to  construct  maps,  charts  and  cartographic  diagrams  from  a variety 
of  material  may  be  more  important.  Such  differences  are  reflected  in  the 
structure  of  the  class  in  the  departments  concerned,  but  in  general  most  of 
the  drawing  work  is  assigned  to  the  basic  grade  of  draughtsman,  assisted  on 
the  more  routine  work  by  cartographic  assistants.  Higher  grade  draughts- 
men carry  out  higher  quality  individual  work  or  act  in  a supervisory 
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capacity.  The  main  supervising  grade  in  departments  which  cannot  assign 
supervisory  work  exclusively  to  the  draughtsman  (higher  grade)  is  the 
draughtsman  (senior  grade).  In  a few  departments  where  there  is  a need  for 
the  control,  supervision  and  co-ordination  of  several  sections  or  categories  of 
work,  chief  draughtsmen  are  employed.  Ordnance  Survey  is  by  far  the 
greatest  employer  of  cartographic  draughtsmen  and  surveyors,  but  the  Defence 
Departments,  the  Ministry  of  Housing  and  Local  Government  and  the  Minis- 
try of  Overseas  Development  also  employ  considerable  numbers. 

Recruitment 

278.  Cartographical  assistants  are  recruited  by  departmental  selection  of 
candidates  normally  aged  between  16  and  19  with  live  ‘ O ’ level  passes  in 
the  General  Certificate  of  Education  (or  an  equivalent  examination)  in  certain 
prescribed  subjects.  They  may  be  submitted  to  the  Civil  Service  Commission 
for  establishment  after  not  less  than  nine  months’  satisfactory  service.  There 
is  no  upper  age  limit. 

279.  Cartographical  draughtsmen  posts  are  filled  either  by  the  promotion 
of  cartographical  assistants  or  by  departmental  selection  of  external  candi- 
dates with  three  ‘ O ’ level  passes  in  the  General  Certificate  of  Education 
(or  an  equivalent  examination)  in  certain  prescribed  subjects.  Those  selected 
direct  are  nominated  to  the  Civil  Service  Commission  for  establishment. 
Age  limits  are  normally  16  to  25,  but  older  candidates  may  be  considered  if 
they  have  suitable  experience  or  if  they  have  served  in  H.M.  Farces  or  in 
the  Overseas  Civil  Service. 

280.  The  following  table  shows  the  recruitment  position  over  the  last  seven 
years  (open  competition  figures  only): 


Vacancies  Applications  Successes  Certificated / 

Appointed 


I960 

283 

1,622 

275 

217 

1961 

218 

1,179 

262 

217 

1962 

193 

1,351 

218 

176 

1963 

105 

1,690 

161 

143 

1964 

251 

1,434 

278 

230  (224) 

1965 

186 

588 

178 

156  (146) 

1966 

189 

598 

233 

198 

281. 

The  following  table  shows 

the  numbers  of  posts  and  staff,  and  the 

shortfall  on  1st  January: 


Posts 

Staff'  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1960 

3,936 

3,719 

205 

3,924 

-12 

— 0'3 

1961 

3,882 

3,710 

115 

3,825 

-57 

-1-4 

1963 

4,028 

3,735 

220 

3,955 

-73 

— 1'7 

1964 

4,041 

3,752 

242 

3,994 

-47 

— 1 '2 

1965 

4,11! 

3,719 

267 

3,981 

-130 

— 3'l 

1966 

4,282 

3,696 

297 

3,993 

-289 

-6'7 

1967 

(1st  April) 

4,421 

3,723 

463 

4,186 

-235 

-5'3 
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Representation 

282.  The  recognised  staff  association  for  the  cartographic  and  recording 
draughtsman  class  is  the  Institution  of  Professional  Civil  Servants. 
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CHAPTER  20 

THE  DUPLICATOR  OPERATING  CLASS 

Duties 

283.  Members  of  this  class  are  employed  to  work  machines  used  in 
Government  Departments  for  the  reproduction  of  written  and  printed  matter. 

Numbers  and  Pay 

284.  The  class  is  composed  of  two  operating  grades  and  two  supervisory 
grades.  Its  pay  scales  and  the  numbers  of  staff  are  as  follows: 

Numbers  at  1.4.67  Pay  from  1.1.66 


Permanent 

Temporary 

Total 

£ a year 

Chief  Supervisor 

10 

10 

1,212-1,457 

Supervisor 

40 

2 

42 

889  1,002 

Assistant  supervisor  . 

103 

4 

107 

803-  889 

Duplicator  operator 
grade  1 

742 

310 

1,052 

£ s.  d.  a week 
from  1.7.67 
12  12  0-14  11 

Duplicator  operator 
grade  II  

145 

253 

398 

5 10  0-12  1 

1,040 

569 

1,609 

Notes'. 

(i)  The  duplicator  operator  grade  It  Is  age  pointed  from  15  to  25  along  the  whole  scale 
and  duplicator  operator  grade  I scale  is  age  pointed  at  ages  21  and  22  on  the  first  two  points. 

(ii)  There  is  also  a combined  duplicator  operator  grades  t and  II  scale  which  applies  in 
certain  departments  having  very  few  duplicator  operators,  in  this  case  there  is  an  efficiency 
bar  at  the  equivalent  of  the  highest  grade  II  point  on  the  scale. 

(iii)  The  supervisor  and  assistant  supervisor  salary  scales  attract  an  allowance  of  £84  a 
year. 


Structure 

285.  Duplicator  operator  grades  work  machines  such  as  rotary  and  flat 
stencil  machines,  ruling,  address  embossing,  address  printing  or  listing 
work  on  pay  rolls,  and  offset  litho  machines.  Grade  Is  perform  the  best 
or  most  complicated  processes  and  are  responsible  for  a certain  amount  of 
supervision  and  training  while  the  grade  II  operators  are  more  concerned 
with  unskilled  types  of  work.  Assistant  supervisors  and  supervisors  are 
appointed  where  the  numbers  of  staff  justify  it. 


Recruitment 

286.  Recruitment  is  by  departments.  Establishment  is  by  nomination 
to  the  Civil  Service  Commission  after  six  months’  satisfactory  service. 
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287.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
shortfall : 


A*«i> 

Stuff  in  pan 

Shortfall 

Pertmtmnt 

Temporary 

Total 

No. 

% 

m 

1.575 

1.021 

511 

1.532 

-43 

-2-7 

(l*t  January) 
1967 

1.645 

1.040 

m 

1.609 

-36 

-2-2 

(1*1  April) 

Promotion  outlet* 

288.  Members  of  thi*  clnsi  are  eligible  for  regrading  or  transfer  to  the 
clerical  or  executive  classes  as  appropriate. 


Representation 

289.  The  duplicator  operating  class  is  represented  by  the  Civil  Service 
Alliance,  a federation  of  association*  in  the  clerical  field. 
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CHAPTER  21 

THE  ECONOMIST  CLASS 

Duties 

290.  Economists  are  employed  to  analyse  and  interpret  economic  trends 
and  to  give  advice  on  the  economic  aspects  of  the  programmes  of  Government 
departments.  There  is  a close  relationship  between  the  work  of  economists 
and  the  formulation  of  policy,  and  in  addition  to  their  professional  technique, 
members  of  the  class  must  be  capable  of  participating  in  policy  matters  and 
the  exercise  of  administrative  judgment. 


Numbers  and  Pay 

291.  The  class  consists  of  the  following  grades: 


Numbers  at  1.4.67 
Permanent  Temporary 

Total 

Pay  from  1.1.66 
£ a year 

Top  posts  

6 

9 

15 

up  to  8,000f 

Senior  economic  adviser 

11 

5 

16 

3,500 -4, 500* 

Economic  adviser 

9 

33 

42 

2,250-3,107 

Economic  assistant 

7 

26 

33 

926-1,574+ 

Total  

33 

73 

I06§ 

Notes'. 

t The  top  posts  arc  individually  graded. 

* From  1.9.65. 

t The  economic  assistant  receives  a special  increase  of  £120  on  completion  of  probation 
normally  after  two  years’  established  service.  Entrants  with  two  years  approved  post- 
graduate experience  may  receive  this  special  increase  on  first  appointment. 

§ In  addition  there  are  5 cadet  economists  at  a salary  of  £789  a year  (from  1,1.66), 

Structure 

292.  Until  the  creation  of  the  Department  of  Economic  Affairs  and  the 
Ministry  of  Overseas  Development  the  class  was  a Treasury  departmental 
class  and  the  Treasury  employed  most  of  the  economists  in  the  Government 
service.  Each  of  the  above  three  departments  and  also  the  Ministry  or 
Transport  now  employs  substantial  numbers  of  stalf  at  all  levels,  and  econo- 
mists are  being  employed  increasingly  in  other  departments.  In  1965  a 
general  service  class  of  economists  was  set  up. 

293.  The  grades  up  to  and  including  senior  economic  adviser  correspond 
with  the  administrative  class  grades  up  to  assistant  secretary.  Gradings 
are  ad  hoc  in  many  cases,  particularly  at  higher  levels.  Also  considerable  use 
is  made  of  part-time  stall.  In  July  1 966  flexible  complementing  was  introduced 
between  the  grades  of  economic  assistant  and  economic  adviser  subject  to  a 
minimum  age  of  26  for  promotion  to  economic  adviser. 
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Recruitment 

294.  Since  the  Government  fceotwmie  Service  win  set  up.  the  recruitment  of 
established  staff  has  been  at  the  three  level*  of  senior  economic  adviser 
economic  adviser  and  economic  assistant.  But  # high  proportion  or  members 
of  the  class  continue  to  serve  on  a temporary  basis,  many  on  contracts  for 
periods  varying  from  two  to  five  years,  This  meets  the  wishes  of  potential 
recruits.  Appointments  on  five-year  contract  arc  made  with  the  sanction  of 
the  Civil  Service  Commission  and  applicants  can  choose  between  established 
appointment  or  appointment  on  a five-year  contract  with  superannuation 
under  the  Federated  Superannuation  System  for  Universities. 


295.  The  qualifications  normally  required  are  a first  or  second  class  honours 
degree  (or  post-graduate  degree)  in  economies  or  a closely  related  subject 
For  the  two  higher  grades,  candidates  must  also  have  had  experience  iri 
teaching  economics,  or  in  research  or  in  an  economic  advisory  capacity. 
Candidates  for  senior  economic  adviser  posts  must  he  economists  of  standing 
with  published  work  to  their  credit.  Senior  economic  advisers  must  be  at 
least  35,  economic  advisers  must  normally  he  at  least  2K  though  exceptionally 
well  qualified  candidates  down  to  the  age  or  26  am  be  considered,  Candidates 
for  economic  assistant  appointments  must  he  between  20  and  30, 

296.  In  1966,  recruitment  of  cadet  economists  was  introduced.  Candidates 
must  be  between  20  and  27  years  of  age  and  must  have  a first  or  second  class 
honours  degree.  Successful  candidates  undertake  a one  or  two  year  university 
course  in  economic*  according  to  their  qualifications.  The  courses  must  be 
approved  by  the  Treasury.  The  conditions  of  service  and  pay  scales  are  the 
same  as  those  for  cadet  »tati«teians.  Cadet  economists  who  obtain  a satis- 
factory qualification  at  the  end  of  their  post-graduate  course  are  promoted 
to  the  grade  of  economic  assistant,  either  in  an  established  capacity  or  on  a 
five-year  contract  accordingly  to  their  own  wishes. 

297.  The  result*  of  the  competition*  held  in  1965  and  1966  for  established 
posts  in  the  Government  Economic  Service  were: 


Senior  economic  adviser 
Economic  adviser 
Economic  assistant 

Total  ... 


Senior  economic  adviser 
Economic  adviser 
Economic  assistant 

Total  


ms 

Vacancies  Applications  Successes  Certificated! 

Open  Competition  Appointed 


3' 

. about  6_ 

\ i2Z  < 

[1 

1(D 

about  15 

122 

5 

KD 

not  "1 

Limited  Competition 
f 4 

4(3) 

, stated 

f 67  i 

3 

3(2) 

J 

1 1 

— 

not  stated 

67 

7 

7(5) 
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1966 


Vacancies  Applications  Successes 
Open  Competition 
1 


Economic  adviser 
Economic  assistant 
Cadet  economists 

Total 


...about  20 
...about  17 
...at  least  6 


.about  46 


207 

118 


325 


5 

12 

14 

32 


Appointed 

1 

4 

6 

6 

17 


298.  The  number  of  posts  and  staff  and  the  shortfall  on  1st  April,  1967 
were  as  follows: 


Posts 

Staff  in  Post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

y 

/o 

150 

33 

82 

115 

-35 

-23-3 

Comparable  figures  for  this  recently  formed  class  are  not  available  for 
previous  years,  mainly  because  of  the  fluidity  of  the  position  resulting  from 
the  relatively  large  increase  in  the  number  of  economists  employed  in  Govern- 
ment departments  over  the  last  few  years.  Despite  this  growth,  recruitment 
will  continue  to  be  necessary  on  a scale  which  is  substantial  in  relation  to  the 
size  of  the  class,  not  only  to  meet  immediate  needs  but  also  to  maintain  the 
interchange  of  economists  between  the  Civil  Service  and  other  walks  of  life. 

Superannuation 

299.  Generally  speaking,  established  staff  in  the  economist  class  are,  like 
other  established  officers,  superannuate  under  the  Superannuation  Act, 
1965.  Temporary  staff  are  under  the  Federated  Superannuation  System  for 
Universities.  There  are  however  a number  of  established  officers  who  opted 
to  remain  under  F.S.S.U.  when  establishment  was  introduced  for  economists 
in  1953. 

300.  The  F.S.S.U.  is  an  insurance  scheme:  contributions  of  10  per  cent, 
and  5 per  cent,  of  salary  are  paid  by  employer  and  employee  respectively 
towards  insurance  policies  which  mature  at  age  60. 

Representation 

301.  The  recognised  staff  association  for  the  economist  class  is  the  Associa- 
tion of  First  Division  Civil  Servants. 
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CHAPTER  22 

THE  GENERA!.  EXECUTIVE  CLASS 

Duties 

302.  The  responsibilities  of  ihc  hulk  .»r  the  general  executive  class  may  be 
summarised  as  the  day  to  day  conduct  of  Government  business  within  the 
framework  of  established  policy  including,  for  instance,  the  higher  work  of 
accounts  and  revenue  collection,  and  the  management  of  regional  and  local 
offices.  (See  paragraph  304  below.) 


Numbers  mi  Pay 

303,  The  general  executive  class  is  divided  into  the  following  grades: 


Numbers  at  1. 1.67 

Pay  from 
1.1.66 

Parmtmmt* 

Temporary 

fatal 

£ a year 

Head  of  major  executive  est- 
ablishment 

33 

33 

Up  to  S,250f 

Principal  executive  officer  . , 

119 

~ 

119 

4,000f 

Senior  chief  executive  officer 

321 

— 

321 

3,156-3,500 

Chief  executive  officer 

1,299 

5 

1,304 

2.571-2,999 

Senior  executive  officer  . , 

3,673 

19 

3,692 

1,977-2,411 

Higher  executive  officer 

11.539 

75 

11,634 

1,574  1,874 

Executive  officer 

30,781 

187 

30,968 

584  (at  18)  - 

Meat: 

47,785 

286 

48,071 

970  (at  25)  • 
1.457} 

* Figures  taken  from  the  Central 

Staff  Record. 

tFrem  1.9, 65. 

1 From  1,8.67. 

There  are  In  addition  densrl mental  executive  classes,  eg.  In  the  tnlami  Revenue, 
Customs  Md  Excise  and  MMslry  of  Labour.  Which  are  described  In  separate  chapter*, 
m some  establishment*  senior  chief  executive  officers  amt  principal  executive  officers  arc 
Known  as,  for  example,  assistant  director  and  director  of  eontracis  or  deputy  and  assistant 
accountant  genera]  etc. 

Structure 

304.  The  use  of  particular  grades  tends  to  vary  according  to  the  functions 
of  the  departments  concerned.  The  top  two  grade*  are  almost  exclusively 
employed  tm  specialised  work  in  accounts,  supply  contracts,  finance  and 
technical  branches.  Chief  executive  officers  and  senior  executive  officers  are 
used  on  u variety  of  duties.  They  may  occupy  senior  positions  within  an 
accounting  or  financial  structure  or  alternatively  may  be  employed  in  adminis- 
trative divisions  working  to  assistant  secretaries,  it  is  not  always  possible 
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to  draw  a clear-cut  distinction  between  policy  work  and  executive  work, 
to  that  in  many  cases  jobs  are  done  by  chief  and  senior  executive  officers 
which  are  of  the  same  broad  level  or  responsibility  as  that  of  principals. 
There  are  nowadays  many  posts  which  are  recognised  as  being  equally  suit- 
able for  either  a chief  executive  officer  or  a principal.  Members  of  the 
executive  class  are  also  used  in  a managerial  capacity  in  local  or  regional 
offices.  They  may  also  give  assistance  to  professionally  qualified  staff  in 
specialised  branches  of  the  Civil  Service.  The  higher  executive  officer  covers 
a wide  range  of  differing  responsibilities,  and  in  administrative  divisions  his 
task  will  be  to  give  support  to  principals  or  chief  executive  officers.  The 
executive  officer  is  similarly  employed  at  the  base  of  the  pyramid  on  all  work 
indicated  above  and  in  addition  on  the  supervision  of  clerical  staff. 


Recruitment 

305.  Recruitment  to  the  class  is  from: 

(a)  Open  competition  by  interview  for  candidates  between  17J-27  years 
of  age  (23  up  to  June,  1966)  who  have  obtained: 

(i)  passes,  two  of  which  must  he  at  Advanced  level  in 
the  same  examination,  in  the  General  Certificate  of  Education 
(or  a corresponding  Scottish  or  Northern  Irish  examination)  in 
English  Language  and  four  other  acceptable  subjects:  or 

(ii)  a degree; 

(iii)  an  equivalent  qualification. 

( b ) An  annual  open  competition  by  interview  only  for  candidates 
between  17J--19  years  of  age  who  have,  or  expect  to  obtain  that  year, 
the  educational  qualifications  specified  in  (a)  (i)  above. 

(c)  A competition  by  written  examination  from  which  candidates  with 
certain  qualifications  may  be  exempted,  and  interview;  open  to 
candidates  who  are  serving  in  H.M.  Forces  or  who  completed  a 
period  of  service  within  the  previous  two  years. 

(d)  A competition  concurrent  with,  and  similar  to,  that  in  (c),  for  candi- 
dates who  are  serving,  or  who  have  recently  served,  as  members  of 
H.M.  Overseas  Civil  Service. 

(e)  An  annual  limited  competition  by  written  examination  (from  which 
candidates  with  certain  qualifications  may  be  exempted)  followed  by 
an  inverview.  The  written  examination  is  normally  held  during 
August.  Candidates  must  be  between  19  and  24  (27  up  to  1966) 
years  of  age  and  must  be  serving  as  permanent  officers  in  the  general 
clerical  classes  or  in  certain  departmental  clerical  classes  where 
admission  has  been  specifically  approved  by  the  National  Whitley 
Council  after  agreement  on  the  relevant  Departmental  Whitley 
Council. 

(f)  Promotion  by  departmental  selection  from  among  established  mem- 
bers of  the  clerical  class  aged  25  and  over. 
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306.  The  recruitment  position  in  the  hut  seven  years  was  n8  follows: 


I960 

Open... 

Vacancies 

Applications 

Successes 

Certificated/ 

1.489 

5,089 

1,423 

Appointed 

1.278 

Limited 

200 

1,213 

159 

154 

Total 

1.689 

6,302 

1,582 

1,432 

1961 
Open ... 

1.417 

5,663 

1,585 

1,414 

Limited 

200 

1.505 

173 

172 

— . — - 

■ 

Total 

1.617 

7.168 

1,758 

1,586 

— — — 

— 

, 

1962 
Open ... 

1.350 

6,410 

1,557 

1,346 

Limited 

200 

1,539 

193 

191 

Total 

1,550 

7.949 

1,750 

1,537 

"—>l  ■ 

— Tmrmr  r i m 

1963 
Open ... 

1,366 

6.460 

1,560 

1,403 

Limited 

200 

1.656 

174 

172 

Total 

1.566 

8.116 

1.734 

1,575 

— 

1964 
Open ... 

1,836 

4,463 

1,743 

1,590(1,460) 

Limited 

372 

1.919 

242 

237  (236) 

Total 

2.208 

6.382 

1,985 

1,827(1,696) 

— 



1965 
Open ... 

2,632 

5,451 

2.499 

2,265  (2,109) 

Limited 

397 

2,373 

273 

240  (239) 

r - 1 I | | !■ 

Total 

3,029 

7.823 

2,772 

2,505  (2,348) 

1966 

Open 

4.078 

7,132 

3,293 

2,714 

Limited 

, about  300 

4.303 

499 

491 

— in  

Total 

...  4.378 

11,435 

3,792 

3,205 

307,  The  above  table  include*  figures  for  a number  of  departmental  execu- 
tive classes  because  combined  competition*  are  held.  The  number  of  vacancies 
notified  by  and  the  number  of  successful  candidates  assigned  to  departmental 
classes  included  in  the  above  table  were: 
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Vacancies 

Assignments 

I960  ... 

510 

394 

1961  ... 

528 

494 

1962  ... 

528 

433 

1963  ... 

422 

287 

1964  ... 

293 

187 

1965  ... 

565 

474 

1966  ... 

753 

485 

308.  The  number  of  entrants  to  the  executive  officer  grade  since  I960  are-- 


Source  of  entry 

mo 

mi 

1962 

1963 

1964 

1965 

1966 

Competition  (except 

limited)  

745 

897 

870 

776 

1,082 

1,307 

1,765 

Competition  (limited) 

118 

120 

139 

130 

140 

186 

204 

Promotion  (mainly  from 

clerical  officer)  

2,097 

1,778 

1,484 

1,496 

2,136 

2,376 

2,472 

Other  means  (nomination, 

assimilation,  etc.) 

48 

22 

69 

40 

48 

67 

72 

Total  

3,008 

2,817 

2,562 

2,442 

3,406 

3,936 

4,513 

309.  Some  existing  civil  servants  take  open  competitions,  and  are  included 
in  the  figures  in  the  first  line.  (420  permanent  and  280  temporary  officers  in 


310.  The  following  table  shows  the  number  of  posts  and  staffs  and  the 
shortfall  on  1st  April,  1967: 


Staff  in  Post 

Shortfall 

Posts 

Permanent 

Temporary 

Total 

No. 

y 

/o 

50,942 

50,169 

250 

50,419 

-523 

-1-0 

Comparable  figures  are  not  available  for  previous  years. 


Promotion  Outlets 

311.  The  normal  avenue  of  promotion  for  executive  class  officers  is  within 
the  class.  But  apart  from  the  limited  competition  for  the  administrative  class 
in  which  members  of  the  executive  class  between  the  ages  of  21  and  27 
inclusive  may  take  part,  members  of  the  executive  class  aged  30  or  above 
are  eligible  for  direct  promotion  to  the  principal  (or  very  rarely  the  assistant 
secretary)  grades. 


Representation 

312.  The  recognised  staff  association  for  the  general  executive  class  is  the 
Society  of  Civil  Servants. 
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CHAPTER  23 

EXPERIMENTAL  OFFICER  CLASS 

Duties 

313.  The  experimental  officer  class,1  under  the  general  guidance  of  the 
scientific  officer  class,  assists  in  new  investigations,  particularly  in  their 
detailed  organisation  and  execution,  and  takes  responsibility  for  both  the 
theoretical  and  practical  aspects  of  work  requiring  the  application  of  estab- 
lished scientific  principles. 


Numbers  and  Pay 

314.  The  class  is  composed  of  the  following  grades: 


Numbers  at  1,4.67 

Pay  at  1.1.66 

Permanent 

Temporary 

Total 

£ a year 

Chief  experimental  officer  ... 

234 

3 

237 

2,571-2,999 

Senior  experimental  officer 

1,673 

87 

1,760 

1,977-2,411 

Experimental  officer 

3,521 

538 

4,059 

1,365-1,734 

Assistant  experimental  officer 

1,031 

534 

1,565 

584-1,243* 

Total 

6,459 

1,162 

7,621 

Note: 

* From  1.8.67. 

Structure 

315.  A member  of  the  experimental  officer  class  is  normally  one  of  a 
team  working  under  the  general  guidance  and  direction  of  one  or  more 
members  of  the  scientific  officer  class.  The  chief  experimental  officer  grade 
is  used  for  some  posts  where  the  work  and  responsibilities  justify  a grading 
above  that  of  senior  experimental  officer  but  the  research  content  does  not 
require  a scientist  of  the  scientific  officer  class.  The  grade  does  not  exist 
in  all  departments  employing  scientific  staff.  The  departments  employing 
the  largest  number  of  members  of  this  class  are  the  Ministries  of  Defence 
and  Technology  and  some  twelve  departments  in  all  employ  appreciable 
numbers. 

Recruitment 

316.  Recruitment  to  established  posts  is  by  continuous  competition  either 
to  the  grade  of  assistant  experimental  officer  or  to  the  grade  of  experimental 
officer.  The  age  limits,  on  the  31st  December  of  the  year  of  application  are 
between  18-27  years  for  assistant  experimental  officers  (with  extension  up  to 
age  31  for  established  members  of  the  Scientific  Assistant  Class)  and  26-30 
years  for  experimental  officers.  Older  candidates  may  be  admitted  to  the 
latter  grade  if  they  have  specialised  experience.  The  competition  takes  the 

■This  is  one  of  three  scientific  classes:  the  scientific  officer  doss  (Chapter  4.1),  the  experi- 
mental officer  class  dealt  with  In  tills  chapter  and  the  scientific  assistant  class  (Chapter  40). 
tney  are  employed  in  most  fields  of  pure  and  applied  science.  Some  will  be  engaged  on 
lundamental  research,  others  will  be  concerned  with  developments  arising  from  the  results 
or  research  and  some  will  carry  out  the  advisory  and  inspectorate  duties  that  dorivo  from  the 
statutory  responsibilities  of  departments.  Scientific  civil  servants  are  employed  in  labora- 
tories and  research  establishments  throughout  the  country  as  well  as  In  a number  of  head- 
quarters posts. 
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form  of  interviews  by  a Selection  Board  appointed  by  the  Civil  Service 
Commission. 

317.  The  minimum  qualifications  required  for  candidates  under  22  years 
of  age  are,  normally,  a General  Certificate  of  Education  in  five  subjects 
two  being  in  mathematical  or  scientific  subjects  at  the  advanced  level  or 
equivalent  qualifications.  Candidates  aged  22  and  over,  excepting  established 
members  of  the  scientific  assistant  class,  are  required  to  have  a degree  or  Higher 
National  Certificate  in  appropriate  subjects  or  an  equivalent  qualification. 

318.  In  recent  years,  about  two  thirds  of  all  the  successful  candidates  have 
been  appointed  to  the  assistant  experimental  officer  grade  and  one  third  to 
the  experimental  officer  grade.  Many  of  those  appointed  have  been  recruited 
initially  on  a temporary  basis. 


319.  The  following  table  sets  out  the  recruitment  position  in  the  last  seven 
years: 


Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

1960 

Exp.  O.s  

Assistant  Exp.  O.s  ... 

Total 

\ 162 
/ 457 

1,756 

104 

353 

96 

330 

619 

1,756 

457 

426 

1961 

Senior  Exp.  O.s 

Exp.  O.s  

Assistant  Exp.  O.s  ... 

Total 

1 

\ 619 

/ 471 

10 

2,503 

1 

126 

435 

I 

120 

417 

1,091 

2,513 

562 

538 

1962 

Chief  Exp.  O.s 
Senior  Exp.  O.s 

Exp.  O.s  

Assistant  Exp.  O.s  ... 

Total 

1 

1 

} 306 

36 

5 

1,214 

1 

1 

100 

312 

1 

1 

94 

296 

308 

1,255 

414 

392 

1963 

Exp.  O.s  

Assistant  Exp.  O.s  ... 

Total 

y 336 

3,949 

89 

178 

80 

157 

336 

3,949 

267 

237 

1 964 

Exp.  O.s  

Assistant  Exp.  O.s  ... 

j-  403 

1,569 

108 

248 

103  (101) 
232  (232) 

Total 

403 

1,569 

356 

335  (333) 

1965 

Exp.  O.s  

Assistant  Exp.  O.s  ... 

1 460 

; 480 

1,643 

163 

354 

137  (136) 
289  (286) 

Total 

940 

1.643 

517 

426  (422) 

1966 

Exp.  O.s  

Assistant  Exp.  O.s  ... 

1 332 

I 498 

1,469 

114 

301 

159 

272 

Total 

830 

1,469 

475 

431 

Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Introductory  Factual  Memorandum  95 

320.  The  following  table  shows  the  number  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Pons 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

6,630 

5.677 

678 

6,355 

-275 

-4-1 

1961 

6,883 

5.812 

783 

6,595 

-288 

-4-1 

1963 

7,392 

6,275 

931 

7,206 

-186 

-2-5 

1964 

7,355 

6,330 

471 

7,301 

-254 

-3-3 

1965 

7,600 

6.287 

1,011 

7.298 

-302 

-3-9 

1966 

7,627 

6,391 

1,088 

7,479 

-148 

-1-9 

1967 

7,879 

6,498 

1,123 

7.621 

-258 

-3-3 

(1st  April) 

Promotion  outlets 

321.  Experimental  officers  may  be  promoted  to  the  scientific  officer  class 
but  no  such  promotions  are  made  under  the  age  of  31.  The  selection  of 
individuals  age  31  and  over  is  a matter  for  departmental  discretion.  Promotion 
to  the  scientific  officer  class  is  strictly  on  merit  and  while  academic  qualifica- 
tions are  not  required  as  a condition  of  eligibility,  to  help  maintain  a high 
and  reasonably  uniform  standard,  the  Civil  Service  Commission  maintains  a 
central  panel  of  scientists  to  assist  departments  in  making  selections. 


Representation 

322.  The  recognised  association  is  the  Institution  of  Professional  Civil 
Servants. 


4 
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CHAPTER  24 
ILLUSTRATORS 

Duties 

323.  These  are  departmental  classes  linked  for  pay  and  certain  other 
conditions  of  service.  Their  work  includes  the  making  of  illustrations  in 
line,  wash,  tone  and  colour:  figure  work,  lettering,  and  layout  work.  Within 
these  broad  categories  the  work  varies  both  in  character  and  quality,  from 
routine  to  that  demanding  a high  degree  of  skill,  experience  and  creative 
ability. 


Numbers  and  pay 

324.  The  class  is  composed  of  the  following  grades 


Numbers  at  1.4.67 

Pay  from 

Permanent  Temporary 

Total 

1.1.66 
£ a year 

Chief  illustrator 

9 

— 

9 

1,904-2,277 

Senior  illustrator 

53 

— 

53 

1,527-1,879 

Leading  illustrator  ... 

141 

2 

143 

1,263-1,480 

Illustrator  

176 

147 

323 

766  (at  21)- 

Assistant  illustrator 

4 

21 

25 

1,154  (at  28)- 
1,263 

370  (at  16)- 

Total 

383 

170 

553 

639  (at  21)* 

Note: 

* From  1.8.67. 

Structure 

325.  The  basic  grade  is  that  of  illustrator  which  carries  out  the  main 
work  of  the  class  and  is  responsible  for  all  illustrations  except  high  quality 
work  which  is  done  by  leading  illustrators.  Members  of  the  latter  grade 
are  also  employed  on  minor  supervision  work.  Senior  illustrators  may 
supervise  groups  of  staff  or  undertake  individual  work  of  the  highest  quality, 
and  there  are  a few  chief  illustrators  in  large  offices  comprising  a number 
of  sections  under  senior  or  leading  illustrators.  Assistant  illustrator  is 
mainly  a training  grade  and  officers  are  normally  promoted  by  the  time 
they  reach  the  age  of  21. 

326.  The  principal  departments  employing  illustrators  are  the  Ministry  of 
Technology,  the  Ministry  of  Defence,  the  Home  Office,  the  Ministry  of  Labour 
and  the  Ministry  of  Power. 

Recruitment 

327.  Recruitment  to  these  classes  is  either  direct  to  established  posts  by 
open  competition  or  on  a temporary  basis  initially;  temporary  officers  can 
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compete  in  open  competition  to  gain  establishment.  Candidates  must 
normally  have  considerable  general  art  work  experience  and  special  skills 
and  experience  are  often  required  for  vacancies  in  particular  departments. 

328.  Recruitment  is  normally  to  the  grade  of  illustrator  but  untrained 
people  may  be  recruited  as  assistant  illustrators.  Establishment  is  in  the 
illustrator  grade. 


329.  The  following  table  sets  out  the  recruitment  position  in  the  last  seven 
years: 


Vacancies 


1960  .. 

1961  .. 

1962  .. 

1963  .. 

1964  .. 

1965  .. 

1966  .. 


Applications 

Successes 

Certificated! 

Appointed 

126 

20 

19 

108 

14 

13 

198 

24 

21 

210 

30 

29 

205 

32 

30  (27) 

158 

39 

37  (33) 

200 

54 

48 

30 

29 

36 

35 

47 


330.  The  following  table  shows 
shortfall  on  1st  January: 


the  numbers  of  posts  and  staff  and  the 


Posts 

Stuff  In  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1960 

1961 

1963 

1964 

1965 

1966 

1967 

(1st  April) 

372 

406 

476 

459 

496 

5.12 

580 

232 

256 

270 

296 

.126 

339 

383 

in 

117 

163 

157 

153 

169 

170 

343 

373 

433 

453 

479 

508 

553 

— 29 
-33 
-43 

-17 

-24 

-27 

t ! 1 1 1 1 i ! 

Qv  -fL  Ci  © *-*  Of  I 

Representation 


Civn'seTOnts6008"'8^  ^ assooiation  is  the  Institution  of  Professional 
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CHAPTER  25 

the  information  officer  class 

Duties 

332.  The  information  officer  class  is  used  where  it  is  necessary  to  create 
and  maintain  an  informed  public  opinion  about  the  subjects  with  which 
departments  deal,  to  use  publicity  methods,  where  suitable,  to  help  depart- 
ments to  achieve  their  purpose,  to  assist  and  advise  in  all  matters  bearing 
on  relations  between  departments  and  the  public  with  which  they  deal  and 
to  advise  departments  as  to  the  reaction  on  the  public  of  a present  or  con- 
templated policy. 


Numbers  and  Pay 

333.  The  class  consists  of  the  following  grades: 


Numbers  at  1.4.67 

Pay  from  1.1.66 

Per- 

Tem- 

Total 

£ a year 

Top  posts  

manent 

3 

porary 

1 

4 

Up  to  6,300*t 

Chief  information  officer: 

A 

26 

1 

27 

3,500-4,500* 

B 

23 

1 

24 

3,156-3,500 

Principal  information  officer 

81 

8 

89 

2,571-2,999 

Senior  information  officer  ... 

209 

32 

241 

1.977-2,411 

Information  officer 

303 

175 

478 

1,574-1,874 

Assistant  information  officer 

147 

171 

318 

584  (at  18)- 

Total 

792 

389 

1,181 

970  (at  25)- 
1 ,457+ 

Notts'. 

•From  1.9.65.  . 

tThc  top  posts  are  Individually  aiauctl. 
t From  1.8.67. 

Structure 

334,  About  half  of  the  members  or  the  information  officer  class  are  em- 
ployed in  the  Central  Office  of  Information,  where  many  of  them  are  employed 
on  specialist  work  such  as  social  research,  documentary  films,  and  the  or- 
ganisation and  design  of  exhibitions. 

335.  Information  divisions  arc  also  to  be  found  in  almost  all  Government 
departments.  They  are  normally  in  charge  of  a chief  information  officer 
(grade  A)  who  is  responsible  to  a senior  officer,  but  has  direct  access  to  the 
Minister.  Information  divisions  normally  have  a press  officer,  who  is  often 
the  deputy  information  officer  with  responsibility  for  the  technical  handling 
of  publicity  undertaken  through  newspapers,  radio  and  television.  The 
number  and  grading  of  information  officers  in  any  one  department  varies 
not  only  according  to  its  size  and  to  the  extent  to  which  it  needs  to  explain 
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its  policy  to  the  public,  but  also  according  to  the  nature  of  the  information 
material  needed. 

336.  The  pay  scale  of  the  chief  information  officer  “ A " is  the  samP 
the  assistant  secretary  scale.  T he  pay  scale*  of  chief  information  officer  “ B '• 
principal  information  officer  senior  information  officer,  information  office^ 
and  assistant  information  officer,  are  the  same  as  the  senior  chief  executive 
officer,  chief  executive  officer,  senior  executive  officer,  higher  executive  officer 
and  executive  officer  pay  scales  respectively.  1 


Recruitment 


337.  Recruitment  to  permanent  posts  is  by  open  competition  for  (o)  general 
publicity  and  journalism  posts  and  (ft)  specialist  posts;  recruitment  mav  be 
either  to  the  basic  grade  or  to  higher  grades,  but  in  the  latter  case  posts  are 
included  m the  competition  only  when  it  has  been  impossible  to  fill  them 
from  members  of  the  class.  All  candidates  must  have  a good  standard  of 
general  education,  a good  publicity  sense,  and  organising  ability  Most 
posts  also  require  a lively  interest  in  current  affairs,  and  a wide  general 
knowledge  Some  knowledge  or  government  organisation  is  an  advantage 
For  particular  posts  special  ability  or  experience  may  be  required 

faciHtatemobfliSC  PaS‘S  "*  fi"Cd  °n  a ^ thU 

yea^s9'  ^ f°ll0Winf!  t8ble  ****  ollt  ,hc  recruitment  position  in  the  last  seven 


Vacancies 

Applications 

i Successes 

Certificated! 

Appointed 

1960 
Principal  1,0. 

Senior  1.0 

1.0 

Assistant  1.0. 

} 41 

548 

l 

13 

18 

19 

i 

13 

18 

18 

Total 

48 

548 

51 

50 

mi 

Principal  1.0. 

Senior  1.0, 

to 

Assistant  1.0 

} 84 

584 

2 

15 

27 

25 

2 

15 

23 

25 

Total 

84 

584 

69 

65 

„ , m2 
Principal  1.0. 
Senior  I.O.  . 

1.0 

Assistant  I.O... . 

} 84 

862 

1 

11 

42 

30 

I 

10 

41 

27 

Total 

84 

662 

84 

79 

1963 
Principal  I.O. 

Senior  I.O, 

1.0.  ...  

L 101 

1,078 

4 

15 

4 

,15 

Assistant  I.O....’ 

I 

44 

41 

43 

39 

Total  ... 

101 

1,078 

KM 

101 
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Vacancies 

Applications 

Successes 

Certificated 1 
Appointed 

1964 

Principal  I.O. 

1 

1 

a 

t 45 

427 

3 

3 

(3) 

1.0 

r 

11 

11 

oil 

Assistant  1.0 

J 

20 

18 

(18) 

Total 

45 

427 

35 

33 

(33) 

1965 

Principal  I.O. 

3 

3 

(3) 

[ 153 

1,518 

8 

7 

(7 

1.0 

r 

62 

54 

(54 

Assistant  I.O 

J 

66 

57 

(57 

Total 

153 

1,518 

139 

121  (121) 

1966 

Principal  I.O. 

1 

1 

Senior  I.O 

t 73 

1,141 

8 

7 

I.O 

r 

36 

35 

Assistant  I.O. 

J 

30 

29 

Total 

73 

1,141 

75 

72 

340.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Staff1  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1963* 

1,087 

621 

368 

989 

— 98 

-8*9 

1964 

1,097 

683 

334 

1,017 

-80 

—1'2 

1965 

1,152 

640 

389 

1,029 

-123 

-11-3 

1966 

1,194 

680 

398 

1,078 

-316 

-9’6 

1967 

(1st  April) 

1,270 

792 

389 

1,181 

-89 

—7*0 

* Figures  are  not  available  for  1960  or  1961. 


Representation 

341.  The  recognised  staff  association  for  the  information  officer  class  is 
the  Institution  of  Professional  Civil  Servants. 
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CHAPTER  26 

INSTRUCTIONAL  OFFICERS 

Duties 

342.  These  are  departmental  classes  linked  for  purposes  of  pay  and  certain 
other  conditions  of  service.  They  are  wholly  or  mainly  employed  on  instruc- 
tion, on  ancillary  duties  connected  with  instruction,  or  on  the  supervision  of 
instructional  officer  grades. 

Numbers  and  Pay 

343.  The  class  is  composed  of  the  following  grades: 


Numbers  at  1.4.67 

Pay  from  1.1.66 

Permanent 

Temporary 

Total 

£ a year 

Grade  A 

18 

— 

18 

1,425-1,805 

Grade  B 

5 

3 

8 

1,398-1,645 

Grade  I 

189 

27 

216 

1,162  (at  26)— 1 ,3 1 2 (at  30) 
-1,554 

Grade  II 

11 

— 

11 

1 ,049  (at  26)-l  ,200  (at  30) 
-1,430 

Grade  III 

1,318 

991 

2,309 

894-1,082  (at  26)-l  ,366 

Grade  IV 

61 

32 

93 

1,002-1,221 

Grade  V 

341 

239 

580 

894-1,007 

Total 

1,943 

1,292 

3,235 

Structure 

344.  Instructional  officers  are  employed  by  the  Ministry  of  Labour,  Home 
Office,  the  Scottish  Home  and  Health  Department,  and  the  Ministry  of 
Defence.  They  instruct  in  various  trades  which  are  classified  into  three  groups. 
The  seven  grades  shown  in  the  above  table  are  distributed  between  the  groups 
as  follows: 


Superintending  instructional  officers 
Supervising  instructional  officers  ... 
Instructional  officers  


X 

Y 

Z 

Trades 

Trades 

Trades 

A 

B 

I 

I 

II 

III 

III 

IV 

V 

concerned 

with  the 

work  of  the 

» Tt  k amco  Clas8esl  bespoke  tailoring;  bookbinding;  boot 

ana/or  shoe  making;  commercial  subjects;  leatherwork;  motor-boat  handling 
A navigation;  printing;  silk-screen  making;  typewriter  engineering; 
belt  a!'  weavin?'  T*le  Y trades  are  concerned  with  basket  making; 
and/or  shoe  repairing;  brush-making;  canteen  cookery;  canvas  making; 
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clerical  subjects;  domestic  science;  dressmaking;  hairdressing;  matmaking; 
radio  manipulation;  shorthand  and/or  typing;  and  wood  finishing.  The’ 
Z trades  are  concerned  with  driving;  laundry  work;  and  music. 

Recruitment 

346.  Recruitment  is  by  departments.  Establishment  is  by  nomination 
after  one  or  two  years’  satisfactory  service.  Candidates  must  be  experienced 
and  fully-skilled  in  their  trade  or  subject,  and  have  teaching  and  supervisory 
ability.  Age  limits  are  normally  30-64. 

347.  The  numbers  of  posts  and  staff,  and  the  short  fall  on  1st  April  1967, 
were  as  follows : 


Posts 

Staff  in  post 

Sho 

7 fall 

Permanent 

Temporary 

Total 

Mo. 

% 

1967 
1st  April 

3,504 

1,943 

1,292 

3,235 

-269 

-7-7 

Representation 

348.  The  recognised  staff  association  for  the  instructional  officer  class  is  the 
Civil  Service  Union. 
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CHAPTER  27 
THE  LEGAL  CLASS 

Dulles 

349.  The  work  of  the  legal  class  includes  advice  on  the  legal  implications 
of  questions  of  major  policy,  the  preparation  of  government  Bills  and  the 
drafting  of  subordinate  legislation,  litigation,  conveyancing  and  advice  on 
the  legal  aspect  of  day-to-day  administration. 


Numbers  and  Pay 

350.  The  class  consists  of  the  following  grades: 


Numbers  at  1.4.67 
Permanent  Temporary  Total 


Top  posts  ...  2 — 2 

Higher  directing 


Staff 

20 

— 

20 

Principal  assistant 
solicitor 

29 

_ 

29 

Assistant  solicitor 

151 

1 

152 

Senior  legal 
assistant 

383 

21 

404 

Legal  assistant ... 

124 

59 

183 

Total  

709 

81 

791 

Pay  from  1.1.66 
£ a year 
8,600* 

5,950*-7,20Q* 

5,250* 

3,650-4,500* 

2,625-3,500 
1,554  (at  24)- 
2,250  (at  35)- 
2,431 


Note: 

•From  1.9.65 
Structure 

351.  In  almost  all  the  main  government  departments  legal  branches  are 
headed  by  a lawyer  who  is  listed  in  the  above  table  as  one  of  the  higher 
directing  staff,  though  this  category  also  includes  some  deputy  heads.  In 
many  departments  there  is  a deputy  principal  assistant  solicitor  level,  but  that 
Vrber  of  tlle, assistant  solicitors  nevertheless  report  direct  to  the  head  of 
the  branch.  Assistant  solicitors  roughly  corresponding  in  status  to  assistant 
secretaries  in  the  administrative  class  are  the  heads  of  sections.  In  addition 
to  the  dealing  with  the  more  difficult  and  complex  day  to  day  work  and  to 
assisting  with  and  advising  on  the  higher  grade  work,  they  are  normally 
responsible  for  supervision  of,  and  allocation  of  work  between,  both  senior 
legal  assistants  and  legal  assistants. 

352.  The  grading  of  legal  posts  presents  unusual  difficulties,  particularly  at 

e lower  levels,  since  much  depends  upon  an  officer’s  knowledge  and  experi- 
nce  of  a particular  type  of  work  rather  than  on  his  general  experience. 
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Largely  for  this  reason,  a system  of  “flexible  complementing”  is  operated 
between  legal  assistant  and  senior  legal  assistant.  The  effect  is  that  after  a 
certain  time  in  the  basic  grade,  and  subject  to  a minimum  age  limit,  a man’s 
increased  capacity  may  be  recognised  by  promotion  to  senior  legal  assistant, 
his  job  being  upgraded  with  him  if  necessary.  There  is  thus  no  clear-cut 
change  in  responsibility  between  the  two  grades,  which  are  normally  used  in 
parallel. 

353.  The  largest  number  of  posts  is  in  the  Treasury  Solicitor’s  Department 
which  also  provides  legal  services  for  a number  of  departments  with  no 
branches  of  their  own.  Other  departments  with  large  cadres  include  the 
Ministry  of  Housing  and  Local  Government,  Inland  Revenue,  the  Land 
Registry,  the  Ministry  of  Social  Security,  the  Post  Office,  the  Board  of  Trade 
and  the  Procurator  Fiscal’s  Department.  There  are  also  a number  of  depart- 
mental legal  staff  (about  100  in  all  including  Parliamentary  Counsel  and 
the  Procurator  Fiscal’s  Department)  and  about  200  judicial  officers  in  the 
Supreme  Court,  County  Courts,  etc.  (Judges  in  the  Supreme  Court  and  County 
Courts  are  not  civil  servants,  being  paid  from  the  Consolidated  Fund). 


Recruitment 

354.  Recruitment  is  by  open  competition,  normally  to  the  grade  of  legal 
assistant.  Candidates  must  be  at  least  24  and  should  normally  be  under  40 
years  of  age.  But  candidates  aged  40  or  over  are  considered  for  appointment 
on  an  unestablished  basis  initially,  with  the  prospect  of  establishment  after 
nine  months’  satisfactory  service.  For  posts  in  England  and  Wales  candidates 
must  be  barristers  called  to  the  English  bar  or  solicitors  admitted  in  England. 
They  should  normally  have  had  recent  practical  legal  experience;  but  this 
requirement  may  be  waived  in  the  case  of  solicitors  who  have  recently  com- 
pleted their  service  under  articles,  in  the  case  of  barristers  who  have  recently 
read  in  chambers  for  about  a year,  and  in  the  case  of  any  candidates  with 
outstanding  recent  examination  results.  The  experience  should  normally  have 
been  gained  in  England  or  Wales,  but  candidates  with  long  experience  in  an 
overseas  country  whose  law  is  based  on  English  law  are  considered.  In  all 
cases  good  results  in  the  Law  Society’s  examinations,  in  the  bar  examinations, 
or  in  the  examinations  for  a law  degree  are  taken  into  account.  Experience 
of  work  similar  to  that  carried  out  in  the  legal  branches  of  Government 
.departments  is  an  advantage. 

For  posts  in  Scotland  candidates  must  be  advocates  or  qualified  solicitors 
in  Scotland.  Recent  legal  experience  in  Scotland  is  desirable  but  not  essential. 


355.  The 

following  table  sets  out 

the  recruitment  position 

in  the  last 

seven  years; 

I960 

Vacancies 

Applications 

Successes 

Certificated 

England 

65 

97 

24 

23 

Scotland 

4 

19 

6 

5 

Total 

69 

116 

30 

28 
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1961 

Vacancies 

Applications 

Success 

Certificated 1 
Appointed 

England 

44 

88 

18 

17 

Scotland 

at  least  5 

8 

3 

3 

Total 

49 

96 

21 

20 

1962 

England 

80 

116 

40 

36 

Scotland 

14 

23 

15 

15 

— 



— 

Total 

94 

139 

55 

51 

— 



— 

1963 

England 

41 

99 

23 

21 

Scotland 

7 

11 

6 

6 

— 

— 

___ 

Total 

48 

110 

29 

27 

— 



— 

— 

1964 

England 

64 

129 

29 

27  (25) 

Scotland 

9 

24 

7 

7 (7) 

Total 

73 

153 

36 

34  (32) 

— — 

— 

1965 

England 

72 

150 

38 

32  (32) 

Scotland 

about  14 

21 

12 

11  (11) 

Total 

86 

171 

50 

43  (43) 

1966 

England 

up  to  90 

260 

49 

43 

Scotland 

at  least  6 

23 

13 

8 

— — 



Total 

96 

283 

62 

51 

356.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January:  


Posts 

Stafi  In  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1960 

1961 

1963 

1964 

1965 

1966 

1967 

(1st  April) 

696 

730 

745 

790 

805 

800 

840 

603 

628 

630 

678 
690 

679 
709 

46 

49 

64 

75 

61 

69 

81 

649 

677 

695 

753 

751 

748 

791 

-47 

-53 

-50 

-37 

-54 

-52 

-49 

-67 

-7-2 

-67 

-4-6 

-67 

-6'J 

-5*8 

Representation 


357.  The  recognised  staff  association  is  the  Civil  Service  Legal  Society. 
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CHAPTER  28 
THE  LIBRARIAN  CLASS 

Duties 

358.  Librarians  are  employed  in  the  libraries  of  Government  departments 
where  persons  with  professional  qualifications  are  really  needed  and  can  be 
fully  employed. 

Numbers  and  Pay 

359.  The  class  is  composed  of  the  following  grades: 


Numbers  at  1.4.67 

Pay  from  1.1.66 

Permanent 

Temporary 

Total 

£ a year 

Grade  I 

6 

6 

2,571-2,999 

Grade  II 

22 

22 

1,977-2,411 

Grade  III 

62 

2 

64 

1,574-1,874 

Grade  IV 

55 

37 

92 

584  (at  18)-970  (at  25) 
-1,457* 

Total 

Note: 

* From  1.8.67 

Structure 

145 

39 

184 

360.  Not  all  staff  in  a departmental  library  necessarily  are  members  of 
the  librarian  class.  The  top  post  may  be  graded  as  professional  and  other 
posts  as  general  and  filled  by  members  of  the  general  or  departmental 
executive  class  or  vice  versa.  The  librarian  class  pay  scales  are  identical 
with  those  of  the  corresponding  grades  in  the  general  executive  class. 

361.  Librarian  grades  I and  II  are  employed  in  charge  of  the  larger  and 
more  complex  libraries.  Grade  Ills  take  charge  of  smaller  libraries  or  act 
as  deputies  to  grades  I and  II.  Grade  IVs  normally  work  as  subordinates 
to  grades  II  and  III,  but  also  occasionally  take  charge  of  a small  library. 

Recruitment 

362.  Recruitment  by  open  competition  is  normally  to  grade  IV  posts. 

363.  Candidates  must  have  had  some  practical  experience  of  librarianship 
and  must: 

(a)  have  passed  one  of  the  following  professional  examinations  of  the 
Library  Association,  viz.  the  Registration  Examination  (1963  or 
earlier),  the  Part  II  (Final)  examination  (1964  or  subsequently),  or  the 
post-graduate  professional  examination;  or 

(b)  have  otherwise  attained  Associateship  of  the  Library  Association;  or 

(c)  hold  an  approved  university  degree,  or  diploma,  in  librarianship. 

There  are  no  age  limits. 
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364.  The  following  table  sets  out  the  recruitment  position  in  the  last  seven 
years: 


Certificated j 

Vacancies  Application.?  Successes  Appointed 


i960 

Grade  IV  .. 

at  least  26 

1961 

Grade  IV 

13 

1962 

Grade  IV 

14 

1963 

Grade  IV 

24 

1964 

Grade  III 

3 

Grade  IV 

56' 

Total 



59 

1965 

Grade  III 

2 

Grade  IV 

71 

Total 



73 

1966 

Grade  III  ... 

1 

Grade  IV  ... 

67 

Total , 

68 

82 

24 

17 

58 

15 

13 

35 

11 

6 

48 

20 

16 

89 

\ 3 

2(2) 

/ 31 

28  (27) 

34 

30  (29) 

20 

2 

2(2) 

55 

14 

14(13) 

75 

16 

16(15) 

14 

1 

1 

87 

27 

22 

101 

28 

23 

365.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Posts 

Staff  In  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1963* 

168 

117 

25 

142 

-26 

-15-4 

1964 

170 

124 

24 

148 

-22 

-12-9 

1965 

185 

1 4 1 

IK 

159 

-26 

-14*1 

1966 

194 

140 

24 

164 

-30 

-15-5 

1967 

(1st  April) 

226 

145 

39 

184 

-42 

-18-6 

* Statistics  are  not  available  for  1460  and  1961. 


Representation 

366.  The  recognised  staff  association  Is  the  Institution  of  Professional 
Civil  Servants. 
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CHAPTER  29 

THE  MACHINE  OPERATOR  CLASS 

Duties 

367.  This  class  is  employed  where  blocks  of  staff  are  regularly  and  sub- 
stantially engaged  on  the  operation  of  adding,  calculating,  accounting 
punched  cards  and  similar  machines. 


Numbers  and  Pay 

368.  The  class  is  composed  of  three  grades.  Its  pay  scales  and  the  numbers 
of  staff  are  as  follows : 


Numbers  at  1.4.67 

Pay  from  1.7.67 

Senior  machine 

Permanent 

Temporary 

Total 

£ a year 

operator 

896 

130 

1,026 

790-1,020 
£ s.  d.  a week 

Machine  operator 

2,633 

1,891 

4,524 

7 5 0-16  0 

Machine  assistant 

1,357 

2,489 

3,846 

5 12  0-15  1 

Total  

4,886 

4,510 

9,396 

Note: 

* Pay  scales  for  the  machine  operator  and  machine  assistant  grades  are  age  pointed  from 
15  to  25,  the  rates  for  the  latter  age  point  being  £14  2s.  Od.  and  £13  3s.  Od.  respectively. 


Proficiency  Allowances 

369.  In  addition  to  the  pay  scale  shown  above,  machine  assistants  employed 
in  punch  card  installations  who  are  capable  of  punching  and  verifying  at 
high  speeds  are  eligible  for  a proficiency  allowance  of  11s.  a week. 


Structure 

370.  The  grading  of  each  machine  operating  post  depends  on  factors  such 
as  the  difficulty  of  the  operation,  whether  the  work  is  repetitive  or,  not  etc  • 
machine  assistants  perform  the  simplest  work,  machine  operators  the  more 
complex  or  less  repetitive  and  senior  machine  operators  the  best,  including 
supervision  and  training.  The  duties  include  incidental  and  ancillary  manual 
and  clerical  work;  when  not  employed  on  machine  operating  duties,  senior 
machine  operators  can  be  employed  on  clerical  officer  duties  and  the  two 
lower  grades  on  simpler  clerical  duties. 


Recruitment 

371.  Departments  recruit  machine  operators,  normally  to  the  basic  grade 
of  machine  assistant.  Establishment  is  by  nomination  to  the  Civil  Service 
Commission  after  six  months’  satisfactory  service. 
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372.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
! shortfall : 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

0/ 

1966 

(1st 

January) 

9,529 

5,018 

4.101 

9,119 

-410 

-4’ 3 

1967 

(1st  April) 

9,908 

9,886 

4,310 

9,396 

-312 

-5'2 

Promotion  outlets 


373.  Suitable  senior  machine  operators  may  be  given  the  opportunity  of 
a trial  period  on  clerical  officer  duties  in  order  to  test  their  potentiality  for 
promotion  to  executive  officer.  Senior  machine  operators  who  have  completed 
at  least  six  months’  satisfactory  service  on  clerical  officer  duties  are  also 
eligible  to  take  the  limited  competition  for  the  executive  class.  Machine 
operators  and  machine  assistants  are  also  eligible  for  regrading  and  promotion 
to  the  clerical  classes. 

Representation 

374.  The  machine  operating  class  is  represented  by  the  Civil  Service 
Alliance,  a federation  of  associations  in  the  clerical  field. 
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CHAPTER  30 

THE  MEDICAL  OFFICER  CLASS 

Duties 

375.  Medical  officers  are  employed  on  a wide  range  of  duties.  These 
include  the  general  supervision  of  the  medical  aspects  of  the  National  Health 
Service;  advising  on  the  control  and  treatment  of  industrial  and  infectious 
diseases  and  other  major  health  issues;  the  clinical  examination  of  cases 
similar  to  those  found  in  medical  practice  generally,  particularly  in  connection 
with  employment  in  the  Civil  Service  and  with  claims  for  pensions  and 
disablement  benefits;  managing  health  services  in  industrial  organisations 
such  as  those  of  the  Board  of  Trade  and  the  medical  treatment  of  prisoners' 

Numbers  and  Pay 

376.  The  class  is  composed  of  the  following  grades: 

Numbers  at  1.4.67  pay 


Permanent 

Temporary 

Total 

£ a year 

Chief  medical  officer 
Deputy  chief  medical  officer 

- 20 

3 

18  < 

f 5,725  and 
7,700* 
5,250  and 

Senior  principal  medical  offi- 
cer ... 

Principal  medical  officer  . . . 

38 

1 

1 

39 

5,725* 

‘ 5,250* 
4,825* 

Senior  medical  officer 

103 

1 

104 

4,500* 

Medical  officer  

362 

99 

461 

2,260-3,8951 

Total 

519 

103 

622 

Notes: 

* From  1.9.65. 

t From  1.6.66.  The  salary  scale  starts  at  £2,260  at  age  28  and  reaches  £3,434  at  age  40. 

Structure 

377.  The  medical  officer  grade  is  responsible  for  carrying  out  most  of 
the  day-to-day  work  falling  to  members  of  the  medical  officer  class.  Indeed 
some  two-thirds  of  the  class  is  in  this  grade.  A medical  officer  is  required 
to  have  outside  experience  before  appointment.  Medical  officers  may  be 
attached  to  the  headquarters  of  departments  where  they  are  likely  to  be 
concerned  with  the  giving  of  advice  on  medical  matters,  to  the  regional 
organisations  of  the  Ministry  of  Health,  or  the  Ministry  of  Social  Security, 
to  Home  Office  (Prison  Department)  or  to  the  Factory  Inspectorate  (Ministry 
of  Labour).  Posts  above  medical  officer  level  are  to  be  found  in  the  head- 
quarters  of  these  Ministries,  and  a few  others  which  employ  smaller  medical 
staffs  and  in  certain  prisons  and  remand  establishments.  In  a headquarters 
establishment  a senior  medical  officer  is  normally  responsible  for  a specific 
block  of  work  with  a subordinate  staff  of  medical  officers,  or  is  engaged  on 
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specialised  work.  The  officer  in  charge  of  the  medical  staff  in  the  regional 
offices  of  the  Ministry  of  Health  and  the  Ministry  of  Social  Security  is  normally 
graded  senior  medical  officer.  A principal  medical  officer  has  a wider 
responsibility  or  may  be  concerned  with  work  requiring  specialist 
qualifications. 


Recruitment 

378.  Recruitment  is  normally  to  the  basic  grade  with  selection  by  interview 
Candidates  must  be  fully  qualified  and  registered  medical  practitioners  and 
should  have  the  particular  qualifications  or  experience  appropriate  to  the  posts 
for  which  they  wish  to  be  considered.  While  the  minimum  age  of  recruitment 
is  in  general  28,  more  experienced  candidates  are  required  for  some  posts. 

379.  The  following  table  sets  out  the  recruitment  position  in  the  last  seven 


years: 

I960 

Vacancies 

Applications  Successes 

Certificated/ 

Appointed 

Senior  medical  officer  ... 
Medical  officer  _ 

j.  29 

187 

f 2 

\27 

2 

26 

Total  

29 

28 

1961 

Senior  medical  officer  ...' 

j*  56 

396 

r_ 

Medical  officer  

1962 

L» 

49 

Deputychief  medical  officer' 
Senior  medical  officer  ... 

L 37 

333  < 

rj 

1 

4 

Medical  officer  __ 

I 

[34 

31 

Total  

40 

36 

1963 

Senior  medical  officer  ...1 

Medical  officer  j 

1964 

j>  48 

432  ^ 

[so 

44 

Principal  medical  officer ... "] 
Senior  medical  officer 

1-  45 

463  j 

" 1 

1 (1) 
3 (3) 
40  (40) 

Medical  officer  J 

.44 

Total  

48 

44  (44) 

1965 

Senior  principal  medical  "1 

officer | 

Principal  medical  officer  ...  ( 

at  least 
’ 60 

745  | 

1 (1) 
1 (1) 
52  (51) 

Medical  officer  ...  ...J 

.63 

Total  

65 

54  (53) 
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1966 

Principal  medical  officer  ... 

1 

5 

1 

1 

Senior  medical  officer 

4 

27 

4 

3 

Medical  officer  

36 

529 

47 

39 

Total  

41 

561 

52 

43 

380.  The  following  table  sets  out  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Posts 

Staff  in  post 

Sho 

rt/all 

Permanent 

Temporary 

Total 

No. 

% 

1960 

555 

461 

60 

521 

-34 

-6-1 

1961 

561 

458 

69 

527 

-34 

-6-0 

1963 

660 

479 

129 

608 

-52 

-7-8 

1964 

627 

478 

136 

614 

-13 

-1-6 

1965 

654 

492 

143 

635 

-19 

-2-8 

1966 

687 

528 

128 

656 

-31 

1967 

(1st  April) 

647 

319 

103 

622 

-25 

-3*8 

Representation 

381.  The  recognised  staff  association  is  the  Institution  of  Professional 
Civil  Servants. 
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CHAPTER  31 

THE  OFFICE  KEEPER,  PAPERKEEPER  AND 
MESSENGER! AI,  CLASSES 

Duties 

382.  Office  keepers:  The  various  office  keeper  grades  are  responsible  for 
supervising  and  organising  the  messengerml  and  other  services  in  a Govern- 
ment office  building. 

383.  Paperkeepers:  The  putting  away,  custody  and  getting  out  of  all  types 
of  records  and  any  sorting  of  them  that  might  be  required,  recording  of 
documents  by  name  and  number  and  associated  duties;  also  duties  in 
stationery  stores  and  post  rooms. 

384.  Messengers:  The  carrying  of  papers  and  tiles  from  one  part  of  an 
office  to  another  and  from  building  to  building,  doorkeeping  and  the 
escorting  of  visitors  are  the  main  duties  but  in  some  departments  messengers 
perform  more  special  tasks. 


Numbers  and  Pay 

385.  The  numbers  of  staff  and  the  various  grades  within  the  classes  are 
as  follows : 


Numbers  at  1.4.67  Pay  from  1.7.66 

Permanent  Temporary  Total  / a year 


Office  keeper  grade  I ...  31 

Office  keeper  grade  II...  62 

Principal  paperkeeper ...  29 

Officer  keeper  grade  III  90 

Chief  paperkeeper  ...  45 

Senior  paperkeeper  ...  49g 

Senior  messenger  ...  1,110 

Paperkeeper  1,8 1 2 

Messenger  2,802 

Total  6,479 


Note: 

•From  1.8.67. 


— 

31 

975-1,075 

— 

62 

850-1,000 

— 

29 

925-975 

— ■ 

90 

780-900 

£ 

s.  d.  a week 

— 

45  15 

10  0-16  15 

0 

17 

515  14 

0 0-15  7 

6 

30 

1,140  13 

5 0-14  0 

0* 

573 

2,385  13 

5 0-14  0 

0* 

2,739 

5,541  12 

9 6-12  16 

6* 

3,359 

9,838 

Uniforms 

386.  Uniforms  are  supplied  to  all  regularly  employed  messengers.  Paper- 
Keepers  are  usually  issued  with  overalls  or  dustcoats. 


Structure 

tsI87’  5atio  °f  seilior  messengers  to  messengers  is  approximately  1 ; 5. 
me  rano  of  senior  paperkeepers  to  paperkeepers  is  the  same.  The  higher 
Lt!  °A°Jr kceper  and  chief  Paperkeeper  are  supervisory.  The  former 
ve  ln  addition  a number  of  responsibilities  for  accommodation,  furniture 
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removals  and  issues  of  uniform.  The  three  grades  of  office  keeper  are 
employed  according  to  the  size  of  offices  and  numbers  of  messengers  to  be 
supervised. 

Recruitment 

388.  Recruitment  is  by  departments.  Posts  for  messengers  are,  as  far  as 
practicable,  reserved  for  ex-servicemen,  but  other  men  and  women  are 
recruited.  Departments  are  also  asked  to  consider  the  claims  of  their  night- 
watching and  male  cleaning  staff  in  order  to  provide  them  with  a promotion 
outlet.  Recruitment  is  confined  to  people  aged  30  or  over  except  for  registered 
disabled  persons.  Establishment  is  by  nomination  to  the  Civil  Service 
Commission  after  at  least  six  months’  satisfactory  service  in  the  grade.  There 
is  an  upper  age  limit  of  59. 

389.  The  following  table  shows  the  numbers  of  posts,  and  the  shortfall: 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1966 

(1st 

January) 

9,768 

6,326 

3,131 

9,457 

-311 

-3-2 

1967 

(1st  April) 

9,925 

6,479 

3,359 

9,838 

-87 

-0-9 

Promotion  Outlets 

390.  Messengers  are  eligible  for  promotion  either  to  the  paperkeeper  or 
to  the  senior  messenger  grades  and  thereafter  to  the  office  keeper  grades 
although  there  are  relatively  few  vacancies.  Departmental  promotions  to  the 
clerical  officer  and  clerical  assistant  grades  are  made  occasionally. 

Representation 

391.  The  Civil  Service  Union  is  the  recognised  staff  association. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Introductory  Factual  Memorandum 


115 


CHAPTER  32 

THE  PERSONAL  SECRETARY  CLASS 

392.  This  class  was  formed  in  January  1966.  It  consists  of  two  grades 
senior  personal  secretary  and  personal  secretary,  which  will  undertake  work 
formerly  done  mainly  by  the  grade  of  clerical  officer  (secretary). 

Duties 

393.  As  the  name  implies,  the  duties  of  members  of  this  class  consist  of 
those  of  an  allocated  shorthand  or  audio  typist  working  directly  to  a senior 
officer,  together  with  the  job  of  running  his  office,  keeping  track  of  corres- 
pondence, filing,  etc.  In  general  personal  secretaries  are  allocated  to  officers 
of  assistant  secretary  level  and  above  but  below  deputy  secretary  level  and 
senior  personal  secretaries  are  allocated  to  officers  of  deputy  secretary 'level 
and  above.  Senior  personal  secretaries  would  not  however  normally  serve 
undersecretaries  or  in  the  offices  of  Ministers  of  the  Crown,  but  may  do  so 
in  exceptional  circumstances. 

Numbers  and  Pay 

394.  The  numbers  and  pay  of  the  two  personal  secretary  grades  are 
as  follows : 

Numbers  at  1.4,67  Pay  from  1.7.67 

Permanent  Temporary  Total  { a rear 
Senior  Personal  * 

PersoTaiaSecretary  2m  «7  3280 

, , T*!«  following  table  shows  the  number  of  posts  and  the  shortfall  on 
1st  April  1967: 


Posts 

Staff  In  Post 

Shortfall 

| 

£ | 

Temporary 

Total 

No. 

% 

3572 

2593 

687 

3280 

-292 

-8.2 

Proficiency  Allowances 

. 3?5,  1[>ersonal  secretaries  and  senior  personal  secretaries  may,  in  addition 
tne  scales  shown  above,  receive  the  proficiency  allowances  shown  in  para- 
graph 539  subject  to  their  qualifications. 

Recruitment 

m^'TPeirSOn,al  secretaries  arc  normally  recruited  by  the  promotion  of 
f.  . 1 S10rt  , d or  audio  typists.  To  meet  the  current  shortage  in  the 
r>pti+i^n  flrea  l*le  Civil  Service  Commission  holds  a continuous  open  com- 
Lm  r r , ort'lanc*  or  audio  typists  of  grade  I technical  proficiency  who 
„ . , * . Passes  in  the  General  Certificate  of  Education  (or  equivalent 

A limila”  111  unt*  lwo  other  subjects  and  at  least  18  years  of  age. 

eel  competition  is  held  for  those  with  appropriate  technical  skills,  but 
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without  formal  educational  qualifications;  this  provides  a means  of  estab- 
lishment for  temporary  personal  secretaries  and  a central  promotion  oppor- 
tunity for  members  of  other  grades. 

397.  The  following  table  shows  the  recruitment  position  for  the  years 
1960  to  1966  in  the  London  Postal  Area  for  the  former  grade  of  clerical 
officer  (secretary): 


Year 

Vacancies 
at  end  of 
December 

Number  of  posts 
at  end  of 
December 

Vacancies  as 
a percentage 
of  number  of posts 

1960 

78 

1,788 

4-3 

1961 

55 

1,874 

2-9 

1962 

60 

1,957 

3-1 

1963 

73 

2,044 

3-6 

1964 

111 

2,153 

5-2 

1965 

143 

2,320 

6-1 

1966 

284 

2,597 

109 

Promotion  Outlets 

398.  Apart  from  promotion  to  senior  personal  secretary,  personal  secre- 
taries may  be  promoted  under  departmental  arrangements  to  the  grade  of 
executive  officer  or  to  the  higher  typing  supervisory  grades. 


Representation 

399.  This  class  was  created  in  agreement  with  the  Civil  Service  Alliance. 
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CHAPTER  33 

THE  PHOTOGRAPHER  CLASS 

Duties 

400.  The  photographer  class  is  responsible  for  the  wide  range  of  photo- 
graphic requirements  of  Government  establishments  and  its  work  includes 
such  branches  of  photography  as  scientific  and  technical,  architectural,  in- 
dustrial, medical,  aerial,  fine  art  and  specialised  photography  of  painting 
etc.  The  work  may  be  produced  in  colour  or  black  and  white  and  ranges 
from  still  photographs  to  film  strips  and  slides.  Photographers  are  also 
required  to  devise,  develop  and  adapt  apparatus  and  techniques  to  meet 
specialised  requirements,  particularly  in  scientific  establishments. 


Numbers  and  Pay 

401.  The  class  is  divided  into  the  following  grades: 


Numbers  at  1.4.67 

Pay  from  1.7.66 

Superintending  chief 

Permanent 

Temporary 

Total 

£ a year 

photographer 

2 

— 

2 

2,120-2,412 

Chief  photographer  ... 

21 

1 

22 

1,791-2,041 

Principal  photographer 

125 

— 

125 

1,431-1,685 

Senior  photographer ... 

292 

29 

321 

1,040-1,311 

Photographer 

111 

138 

249 

684  (at  21)- 
802  (at  25)  -997* 

Assistant  photographer 

4 

68 

72 

426  (at  16)- 
653*  (at  20)- 

Total 

555 

236 

791 

Note: 

* From  1.8.67. 

Structure 

402.  A chief  photographer  normally  has  charge  of  a single  comprehensive 
photographic  branch,  or  a group  of  smaller  photographic  units.  His  super- 
visory charge  is  normally  substantial,  but  some  posts  have  been  graded  at 
this  level  because  they  demand  an  exceptionally  high  level  of  photographic 
expertise.  There  are  also  a few  superintending  chief  photographer  posts. 

403.  A principal  photographer  is  in  charge  of  a photographic  unit  or 
section,  or  is  employed  on  work  where  there  is  a continuing  need  for  highly 
specialised  photography  or  on  research  or  development  work. 

404.  A senior  photographer  may  be  in  charge  of  a small  photographic 
unit,  but  normally  most  of  his  time  is  spent  on  individual  work  calling  for 
the  continuous  use  of  fully  developed  skills  or  experience  in  one  or  more 
branches  of  photography  e.g.  high-speed  cine  or  colour  processing. 
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405.  A photographer,  who  normally  works  under  supervision,  must  b 

competent  in  basic  photographic  techniques  and  he  should  also  have  aC 
elementary  knowledge  of  such  things  as  photo-chemistry  and  lighting  appara" 
tus.  The  assistant  photographer  is  normally  employed  on  the  elemental 
and  simpler  duties  of  the  class,  and  in  training  for  the  higher  duties  Sub 
ject  to  efficiency,  assistant  photographers  should  normally  be  regraded  to 
photographer  at  21.  0 

406.  The  main  employers  of  photographers  are  the  Defence  department* 
and  the  Ministry  of  Technology. 

Recruitment 

407.  Recruitment  is  by  departments,  normally  to  the  grade  of  assistant 
photographer  or  when  necessary  photographer.  The  minimum  age  of  entry 
is  16  for  assistant  photographers  and  21  for  photographers.  Candidates 
should  preferably  possess  a General  Certificate  of  Education,  or  an  equivalent 
certificate,  with  passes  at  Ordinary  Level  in  English  language,  mathemetics 
and  a science  subject.  In  addition,  candidates  for  photographer  posts  must 
have  had  some  practical  experience  of  photographic  work,  and  should  prefer- 
ably have  passed  or  gained  exemption  from  the  Preliminary  Examination  of 
the  Institute  of  Incorporated  Photographers  or  have  obtained  the  Citv  and 
Guilds  Intermediate  Certificate  in  Photography. 

408.  Establishment  is  by  submission  to  the  Civil  Service  Commission  after 
not  less  than  nine  months’  qualifying  service.  Candidates  must  have  one  of 
the  above  technical  qualifications.  (These  qualifications  are  at  present  under 
review,  as  the  examinations  mentioned  in  paragraph  407  have  been  discon- 
tinued and  have  not  been  replaced  by  any  comparable  examinations.) 

409  The  following  table  shows  the  number  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1961* 

1963 

1964 

1965 

1966 

1967 

(1st  April) 

701 

762 

781 

794 

819 

852 

485 

477 

519 

539 

568 

555 

139 

221 

236 

209 

213 

236 

624 
698 
755 
748 
78 1 
791 

-77 

-64 

-26 

-46 

-38 

-61 

—10*9 

- 8-3 

- 3-3 

- 5*7 

- 4-5 

- 7-2 

* Comparable  figures  for  1960  are  not  available. 


Representation 

TallJrf61  a?s°ciation  for  the  Photographer  class  is  the 
Institution  of  Professional  Civil  Servants. 
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CHAPTER  34 

THE  PHOTOPRINTER  CLASS 

Duties 

411.  The  photoprinting  class  exists  for  the  manning  of  departmental  photo- 
printing  organisation  but  photoprinting  work  is  also  undertaken  by  other 
classes  where  this  is  appropriate  or  where  it  has  been  by  standing  practice  to 
employ  these  classes. 


Numbers  and  Pay 

412.  This  class  consists  of  the  following  grades: 


Numbers  at  1.4.67 

Pay  from  1.7,66 

Permanent 

Temporary 

Total 

£ o year 

Printing  office  manager 

14 

1 

15 

1,460-1,700 

Chief  photoprintcr 

4K 

48 

1,165-1,305 

Assistant  chief  photo- 

printer   

119 

3 

122 

965-1,045 

£ s.  d.  a week 

Photoprinter  grade  I ... 

HID 

176 

986 

15  1 6-17  3 6| 

Photoprinter  grade  11  ... 

and  singleton  photo- 

printers   

503 

563 

1,066 

5 1 0--14  6 0* 

Total  

1.494 

743 

2,237 

Notts: 

tFrom  1.8.67. 

*Thc  maximum  for  singleton  photoprinter*  is  tin  3*.  tkl.  if  they  arc  employed  on  ono 
process  and  £17  3s.  6d.  if  they  arc  employed  on  two  or  more  processes. 


Structure 

413,  Printing  office  managers  are  in  overall  charge  of  the  larger  photo- 
printing sections.  Chief  photoprinters  and  assistant  chief  photoprinters  are 
supervisory  grades  and  must  be  expert  in  all  the  processes  they  control.  They 
must  be  able  to  take  full  control  of  photoprinting  and  to  organise  control 
and  train  staff  and  organise  the  work  of  their  unit,  which  in  the  case  of  a 
chief  photoprinter  is  larger  and  normally  contains  assistant  chief  photo- 
printers. A photoprinter  grade  I may  be  in  charge  of  one  machine  on  certain 
processes  or  two  or  three  photocopying  machines  and  in  the  smaller  installa- 
tions he  controls  the  staff  who  assist  him.  Photoprinters  grade  H form  the 
basic  grade  of  trained  photoprinters. 

Recruitment 

414.  Recruitment  is  by  departments,  normally  to  grade  II.  Establishment 
18  “S'  nomination  to  the  Civil  Service  Commission  after  not  less  than  six 
months’  satisfactory  service. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


120  Introductory  Factual  Memorandum 

415.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  shortfall 
on  1st  January: 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

y. 

1963* 

1,813 

1,220 

548 

1,768 

- 45 

-2-4 

-4-2 

-3-4 

1964 

1,893 

1,310 

504 

1,814 

- 79 

1965 

2,040 

1,375 

596 

1,971 

- 69 

1966 

2,173 

1,411 

639 

2,050 

-123 

1967 

(1st  April) 

2,382 

1,494 

743 

2,237 

-145 

-6-1 

* Statistics  are  not  available  for  1960  and  1961. 


Representation 

416.  There  are  two  recognised  staff  associations,  the  Civil  Service  Union 
and  the  Post  Office  Engineering  Union. 
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CHAPTER  35 

PROCESS  AND  GENERAL  SUPERVISORY  GRADES 


Duties 

417.  This  linked  departmental  class  is  employed  on  a very  wide  range  of 
duties  involving  the  supervision  of  unskilled  and  semi-skilled  industrials.  The 
majority  of  the  class  is  employed  on  supervising  industrials  concerned  with 
manufacturing  processes  (chiefly  in  ordnance  factories),  range  instrumentation, 
vehicle  maintenance  and  on  the  control  of  transport  pools.  Some  members 
of  the  class  are  employed  on  more  specialised  duties  e.g.  as  fire  officers  in 
research  and  development  establishments  tailors  and  bakers. 

Numbers  and  Pay 

418.  The  class  is  composed  of  the  following  grades: 


Grade  I " 

Numbers  at  1.4,67 
Permanent  Temporary  Total 

Pay  from  1.7.66 

L a year 
1,625-1,850 

Grade  II 

1,420-1,670 

Grade  III 

737  483  1,220 

1,250-1,420 

Grade  IV 

775  (at  21)  1,015  (at  27>-l,250 

Grade  V 

745  (at  21)  925  (at  27H.015 

Structure 

419.  There  are  no  formal  definitions  of  duties  but  broadly  speaking,  grades 
I and  II  are  in  overall  charge  of  the  larger  blocks  of  work.  Their  duties 
include  the  control  of  stalf,  organisation  of  work  and  training.  Grades  III  to 
V may  (i)  control  subordinate  supervisors  or  (ii)  directly  supervise  industrial 
staff  under  the  overall  charge  or  a higher  grade  or  (iii)  have  overall  charge 
of  a smaller  block  of  work. 

Recruitment 

420.  Vacancies  are  normally  filled  by  promotion  of  established  industrial 
staff,  but,  where  necessary,  Departments  recruit  people  in  an  unestablished 
capacity.  Establishment  is  usually  by  nomination  to  the  Civil  Service  Com- 
mission after  not  less  than  one  year's  satisfactory  service. 

Representation 

421.  The  Association  of  Government  Supervisors  and  Radio  Officers  have 
been  recognised  as  representing  the  class. 
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CHAPTER  36 

THE  PSYCHOLOGIST  CLASS 

Duties 

422.  Psychologists  in  the  Civil  Service  are  chiefly  concerned  with  person  l 
selection,  job  analysis,  vocational  guidance,  training  methods  and  with 
human  capacity  in  connection  with  development  and  use  of  equipment  T 
the  Home  Office  they  are  employed  on  diagnostic  and  therapeutic  work  with 
prisoners  and  on  training  and  advisory  work  with  prison  staffs. 

Numbers  and  Pay 

423.  The  class  is  composed  of  the  following  grades: 


Numbers  at  1.4.67 
manent  Temporary 

Total 

Pay  from  1.1.66 
£ a year 

5 

— 

5 

3,500-4,000* 

29 

— 

29 

2,250-3,107 

27 

2 

29 

1,744-2,155 

32 

19 

51 

926-1, 574f 

93 

21 

114 

Senior  principal  psychologist 
Principal  psychologist 

Senior  psychologist 

Psychologist 

Total 


Notes: 

* From  1.9.65. 

°r  °"  C0mpl01i0n  of  proba,io" inaler, a Psychologist 

Structure 

Principal . departments  which  employ  psychologists  are  the 
Civil  Service  Commission,  Ministry  of  Defence  (Air  and  Navy  Departments! 
the  Home  Office  and  the  Ministry  of  Labour.  Although  them  are  some 
a®gd„q“ar‘er,s  posts’  ‘be  majority  of  senior  psychologists  and  psychologists 
units  and  prisonsPa  ar  establlshments  such  as  industrial  rehabilitation 

J25'  A Ecologist  who  enters  the  basic  grade  soon  after  graduation 
the  lxpefl  Promotlon  t0  senior  psychologist  (the  career  grade  for 

the  class)  by  about  age  30.  The  more  able  may  expect  to  become  principal 

L well  aThe’hTffiir  Responsible  for  direction  and  administration 

hL  one  nnst  Of!  ? T*'  Each  of  the  main  employing  departments 

lias  one  post  of  senior  principal  psychologist. 

Recruitment 

Dsvchoffiffi!tU,tr 1 sn,t.iis"ormaI1y  hy  open  competition  to  the  basic  grade  of 

or  second^  a"d,dates  .must  be  at  20  years  of  age  and  have  a first 

sublet  ora  ro  uf  de£e!  ,n  which  psychology  was  taken  as  a main 
subject,  or  a comparable  or  higher  qualification. 
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427.  Posts  above  the  basic  grade  are  normally  filled  by  promotion  but 
there  may  also  be  direct  recruitment  to  the  higher  grade  of  senior  psychologist 
Candidates  for  these  appointments  must  be  at  least  30  years  of  age  and  in 
addition  to  the  possession  of  a professional  qualification  they  must  have 
at  least  three  years’  appropriate  experience  at  the  time  of  application. 

428.  The  following  table  sets  out  the  recruitment  position  over  the  last 
seven  years : 


Vacancies 

Applications 

Successes 

Certificated! 

I960 

Appointed 

Psychologist  

18 

61 

25 

16 

1961 

No  Competition 

1962 

Psychologist  

1963 

27 

27 

19 

15 

Principal  psychologist  ...' 
Senior  psychologist 

l 29 

35 

(! 

2 

1 

Psychologist  j 

f 

\l5 

10 

Total  

19 

13 

1964 

Senior  psychologist 

» 25 

30 

/- 



Psychologist  J 

\25 

16(15) 

1965 

Psychologist  

1966 

34 

33 

19 

8(8) 

Psychologist  

41 

95 

33 

23 

429.  The  following  table  shows  the  numbers  of  posts  and  staff,  ami  the 
shortfall  on  1st  January: 


Posts 

Staff  In  past 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1960 

96 

66 

10 

76 

-20 

-21.2 

1961 

99 

67 

14 

81 

-18 

-18.5 

1963 

101 

ns 

14 

82 

-19 

-18.7 

1964 

110 

77 

10 

87 

-23 

-21.2 

1965 

114 

SI 

8 

89 

-25 

-21.8 

1966 

124 

R2 

20 

102 

-22 

-17.7 

1967 

(1st  April) 

140 

93 

21 

114 

-26 

-18.6 

Representation 

430.  The  recognised  staff  association  for  the  psychologist  class  is  Ihe 
Institution  of  Professional  Civil  Servants. 
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CHAPTER  37 

RADIO  TECHNICIANS  CLASS 

Duties 

431.  This  non-industrial  class  consists  of  one  grade  only  and  is  employed 
mainly  in  the  Board  of  Trade  and  Ministry  of  Defence  (Air),  instead  of  industrial 
craftsmen,  on  certain  electronics  work  at  the  basic  level;  for  example  where 
individuals  have  to  undertake  a wide  range  of  tasks,  or  to  work  on  a wide 
range  of  equipments,  or  to  work  in  small  groups  under  intermittent  supervision 
dealing  with  matters  of  urgency  or  importance. 

Numbers  and  Pay 

432.  The  numbers  and  pay  of  this  class  are  as  follows: 

Numbers  at  1.4.67  Pay  from  1.1.66 

Permanent  Temporary  Total  £ a year 

853  899  1,752  911  (at  21)- 

1,076  (at  25)- 
1,242 

Notes: 

(i)  There  is  an  efficiency  bar  at  25  age  point  for  all  radio  technicians. 

(ii)  There  is  an  efficiency  bar  at  27  age  point  for  ex-radio  mechanic  Iis. 

(iii)  Salaries  payable  below  age  21  are  from  £745  at  17. 

Recruitment 

433  Recruitment  is  by  departmental  selection  of  suitable  candidates  who 
may  be  submitted  by  the  Civil  Service  Commission  with  a view  to  estab- 
lishment after  not  less  than  2 years’  satisfactory  service,  subject  to  passing  a 
departmental  technical  examination.  The  standard  of  technical  knowledge 
usually  required  is  that  of  the  City  and  Guilds  Intermediate  Telecommuni- 
cations Technicians  Certificate.  Age  limits  are  21  to  59. 

434.  The  numbers  of  posts  and  staff,  and  the  shortfall: 


Posts 

Staff  ih  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1966 

(1st 

1,989 

894 

931 

1,825 

-164 

-8.2 

January) 

1967 

(1st  April) 

1,884 

853 

899 

1,752 

-132 

-7.0 

Representation 


rec°pised  staff  associations  are  the  Civil  Service  Union  and  the 
Association  of  Government  Supervisors  and  Radio  Officers. 
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CHAPTER  38 

REPRODUCTION  A AND  B CLASSES 

436.  These  are  separate  classes  but  are  dealt  with  together  here  for 

convenience. 

Duties 

437.  Reproduction  A class  provides  craftsmen  for  the  printing  of  maps 
and  photographic  and  other  processes  ancillary  to  map  printing.  The 
B class  comprises  semi-skilled  staff  engaged  (a)  as  assistants  to  members 
of  the  reproduction  A class  and  (A)  on  certain  processes  connected  with 
map  production  and  publication,  c.g.  spraying,  graining,  guillotine  operating, 
photoletterer  and  monotype  keyboard  operating,  map  folding  and  casing 
and  impression  examining.  Reproduction  A class  staff  are  engaged  only 
where  the  skill  and  experience  of  trained  craftsmen  are  necessary  for  the 
machines  and  processes  involved.  The  main  duties  of  the  class  cover  a 
number  of  trades  and  a craftsman  trained  in  one  trade  does  not  normally 
transfer  to  another.  The  trades  fall  broadly  into  the  following  groups: 

Lithographic  printing; 

Lithographic  proving; 

Camera  operating  and  photographic  processing; 

Helio  processes; 

Letterpress  printing  and  composing; 

Map  mounting. 


Numbers  and  Pay 

438.  The  classes  consist  of  the  following  grades; 


Numbers  at  1.4.67 

Pay  from  1.1.66 

Permanent 

Temporary 

Total 

£ a year 

Grade  A I 

13 



13 

1,436-1,749 

Grade  A II 

30 

— 

30 

1,233-1,436 

Grade  A III 

113 

6 

119 

1,052-1,233 

Grade  A IV 

100 

15 

115 

828-1,037 

Grade  A V 

33 

43 

76 

337  (at  16)- 
600  (at  21)- 
798* 

Total  

289  64 

Numbers  at  1.4.67 

353 

Pay  from  1.7.66 

Permanent 

Temporary 

Total 

£ a year 

Grade  B I 

6 



6 

825-1,050 

Grade  B II 

39 

12 

SI 

730-  850* 

Grade  Bill 

63 

20 

83 

290-  750* 

Grade  B IV 

36 

26 

62 

280-  641* 

Total  

144 

58 

202 

Note; 

•From  1.8,67 
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Structure 

439.  Grades  A I,  A II  and  B I are  essentially  supervisory  and  are  respon 
sible  for  the  technical  efficiency  and  output  of  the  sections  under  their  control" 
Reproduction  B class  staff  are  normally  under  the  direct  control  of  A clas 
staff,  but  grade  B I supervise  certain  processes  on  which  no  A class  staff 
are  employed. 


440.  Grade  A III  staff  are  employed  on  the  more  difficult  work  in  their 
section;  Grade  A IV  staff  are  skilled  in  a particular  trade  and  may  have 
the  responsibility  for  supervising  any  reproduction  B grades  working  with 
them;  Grade  A V is  the  recruiting  and  training  grade. 


441.  Grade  B II  staff  are  employed  on  the  more  skilled  processes  and 
as  assistants  on  the  larger  printing  machines;  Grade  B III  is  the  basic  grade 
for  most  reproduction  B class  staff.  Grade  B IV  is  restricted  to  the  simpler 
impression  examination  and  map  folding  and  casing  duties. 


Recruitment 

Class  A 

442.  Recruitment  to  grade  V is  by  departmental  selection.  Candidates 
must  be  at  least  16  years  old.  For  vacancies  for  untrained  entrants,  preference 
is  given  to  candidates  under  18  years  of  age  and  to  those  who  have  passes  in 
three  or  more  subjects  in  the  General  Certificate  of  Education  (or  an  equivalent 
examination).  For  posts  open  to  trained  entrants  only,  candidates  must  be 
qualified  in  a relevant  trade.  Establishment  is  by  nomination  to  the  Civil 
Service  Commission  after  not  less  than  nine  months’  satisfactory  service. 


443.  Up-grading  to  grade  IV  takes  place  on  passing  a departmental  test 
or  examination  of  a standard  comparable  with  the  intermediate  certificate 
of  the  City  and  Guilds,  provided  that  the  officer  has  served  for  five  years 
in  grade  V or,  in  the  case  of  older  entrants,  on  completion  of  a total  of  five 
years  approved  experience. 


Class  B 

444  Recruitment  to  grades  III  and  IV  is  by  departmental  selection  of 
suitable  candidates  who  must  be  at  least  16  years  old.  They  should  have 
had  a good  basic  education;  preference  is  given  to  candidates  with  some 
relevant  experience.  Establishment  is  by  nomination  to  the  Civil  Service 
Commission  after  not  less  than  six  months’  satisfactory  service.  Posts  in 
grade  IV  are  confined  to  certain  duties  for  which  only  women  and  girls  are 
recruited.  Recruitment  of  men  and  women  for  other  duties  is  to  grade  III. 
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445.  The  following  tables  show 
excess  or  shortfall  on  1st  January; 
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the  numbers  of  posts  and  staff,  and  the 


Reproduction  Clans  A 


Posts 

Staff  in  post 

J 

Permanent 

Temporary 

Total 

1963* 

328 

245 

80 

325 

1964 

388 

271 

95 

366 

1965 

361 

269 

74 

34.3 

1966 

347 

282 

48 

310 

1967 

(1st  April) 

373 

289 

64 

353 

Shortfall 


No, 


-3 

-22 

-18 

-17 

-20 


-0.9 

-5.6 

-4.9 

-4.9 

-5.4 


♦Statistics  arc  not  available  far  I960  anti  1961. 


Reproduction  Class  B 


Posts 

Staff  in  post 

Excess  or 
Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1963* 

1964 

1965 

1966 

1967 

(Isl  April) 

204 

169 

201 

212 

214 

118 

126 

154 

159 

144 

72 

39 

52 

39 

58 

190 

165 

206 

198 

202 

-14 
-4 
+ 5 
-14 
-12 

-6.8 

-2.3 

+2.5 

-6,6 

-5.6 

♦Statistics  are  not  available  for  1960  and  1961. 


Representation 


446.  The  recognised  staff  associations  are  the  Institution  of  Professional 
Civil  Servants  for  reproduction  A class  and  the  Civil  Service  Union  for 
reproduction  B class. 


s 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


128 


Introductory  Factual  Memorandum 


CHAPTER  39 
RESEARCH  OFFICERS 

Duties 

447.  Research  officers  are  employed  on  the  collection,  analysis,  inter- 
pretation and  appreciation  of  information  (often  of  an  economic  and  sociolo- 
gical nature)  as  a basis  for  policy.  A considerable  part  of  the  work  consists 
of  the  preparation  of  studies,  reports  and  surveys  and  of  consultation  for  this 
purpose  with  other  government  departments  and  public  authorities. 

Numbers  and  Pay 

448.  The  research  officers  consists  of  the  following  grades: 


Numbers  at  1.4.67 

Pay  from  1.1.66 

Permanent 

Temporary 

Total 

j£  a year 

Senior  research  officer  ... 

66 

10 

76 

2,250-3,107 

Research  officer 

71 

26 

97 

1,744-2,155 

Assistant  research  officer 

61 

34 

95 

926-1,574* 

Total 

198 

70 

268 

Note: 

* After  two  years’  established  service,  or  on  completion  of  probation  if  later,  an  assistant 
research  officer  receives  a special  increase  of  £120. 


Structure 

449.  These  are  departmental  classes  linked  for  pay  and  certain  other 
conditions  of  service.  Research  officers  are  principally  employed  by  the 
Ministry  of  Defence,  the  Department  of  Economic  Affairs,  the  Home  Office, 
the  Ministry  of  Housing  and  Local  Government,  the  Ministry  of  Technology 
and  the  Board  of  Trade.  The  career  grade  is  research  officer.  An  assistant 
research  officer  who  enters  the  Service  soon  after  graduation  can  normally 
expect  promotion  to  this  grade  not  later  than  age  30. 

450.  Senior  research  officers  normally  carry  out  supervisory  duties  in 
addition  to  their  responsibility  for  the  highest  grade  work. 


Recruitment 

451.  Recruitment  is  by  open  competition.  The  majority  of  vacancies  arise 
at  assistant  research  officer  level.  Candidates  must  be  at  least  20  and  should 
normally  be  under  28  years  of  age.  They  should  normally  have,  or  obtain 
in  the  year  of  the  competition,  a degree  with  first  or  second  class  honours, 
or  a degree  awarded  for  post-graduate  study  or  research,  in  geography, 
economics,  statistics,  sociology,  or  other  appropriate  subject. 

452.  There  may  also  be  direct  recruitment  of  research  officers  and  senior 
research  officers  if  it  is  not  possible  to  fill  all  the  vacancies  by  promotion. 
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Candidates  should  normally  be  at  least  30  years  of  age,  and  have  one  of  the 
academic  qualifications  prescribed  for  assistant  research  officers  Thev  will 
also  be  expected  to  have  experience  appropriate  to  the  duties  and  grading 
of  the  post  for  which  they  apply.  8 8 


453.  The  following  table  sets  out  the  recruitment  position  in  the  last 
seven  years : 


1960 

1961 

Senior  R.O. 

R.O 

Assistant  R.O. 

Total 

1962 

Assistant  R.O. 

1963 

Senior  R.O. 

R.O 

Assistant  R.O. 

Total  

1964 

R.O 

Assistant  R.O. 

Total  

1965 

Senior  R.O. 

R.O. 

Assistant  R.O.  ... 
Total  

1966 

Senior  R.O. 

R.O. 

Assistant  R.O. 

Total 


Vacancies  Applications  Successes 


No  competition 


Certificated j 
Appointed 


1 

\\  300 

at  least  17  J 

at  least  21 

300 

8 

134 

j*  47 

220 

47 

220 

2 

189 

19 

— 

21 

189 

about  4' 
about  23 
about  32, 

J-  329 

about  59 

329 

5") 

35 

- 426 

«J 

83 

426 

2 

(.33 

24 

38 

26 

16 

9 

f 2 

2 

1 11 

10 

(.27 

18 

40 

30 

2 

34 

19  (18) 

36 

19(18) 

f 2 

2 (2) 

1 19 

16(15) 

1.62 

38  (31) 

83 

56  (48) 

f 5 

5 

18 

15 

LSI 

49 

104 

69 
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454.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1963* 

181 

137 

32 

169 

-12 

-6.6 

1964 

203 

150 

37 

187 

-16 

-7.9 

1965 

257 

164 

46 

210 

-47 

-18.2 

1966 

276 

181 

49 

230 

-46 

-16.7 

1967 

(1st  April) 

323 

198 

70 

268 

-55 

-17.0 

* Statistics  are  not  available  for  1960  and  1961. 


Representation 

455.  The  recognised  staff  association  for  the  research  officer  class  is  the 
Institution  of  Professional  Civil  Servants. 
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CHAPTER  40 


THE  SCIENTIFIC  ASSISTANT  CLASS 

Duties 

456.  This  class  is  the  third  of  the  three  scientific  classes.  It  supplements 
the  experimental  officer  class  in  the  detailed  work.  Under  general  super 
vision  and  instruction  members  of  the  class  make  and  set  up  apparatus  and 
conduct  experiments  and  tests,  including  the  subsequent  computation  and 
writing  up  the  factual  report.  r 


Numbers  and  Pay 

457,  This  class  is  composed  of  the  following  grades: 


Senior  scientific 
assistant 

Scientific  assistant 

Numbers 

Permanent 

108.1 

1728 

at  1.4,67 

Temporary  Total 

88  1171 

2827  4555 

Pay  from  1,1.66 
£ a year 
1,031- 
1,359 

401  (at  16)- 
776  (at  25)— 
985* 

Total  

281! 

2915  5726 

Note: 

•From  1.8,67 


Structure 

458.  Senior  scientific  assistants  may  be  employed  in  supervising  groups 
o scientific  assistants  engaged  on  testing  or  on  sections  of  experimental 
work  or  °n  individual  work  requiring  a higher  degree  of  skill  or  experience 
than  is  found  in  the  lower  grade.  The  principal  employing  departments  are 
the  Ministries  of  Agriculture,  Fisheries  and  Food;  Defence;  and  Technology. 
About  nine  departments  in  all  employ  appreciable  numbers. 

Recruitment 


Rec™ti'ent  to  established  posts  in  the  grade  of  scientific  assistant 
is  oy  a continuous  open  competition  for  candidates  between  17-26  years  of 
®.°n  3 st  De,ccmber  of  the  year  of  application  (with  an  extension  for 
,°n  rCgu  enSagements  in  H.M,  Forces  or  H.M.O.C.S.).  Older 
nrtidl Ltf s may  be  ad m i tied  if  they  have  specialised  experience.  The  com- 
Z rt I c -he  f£rm  °f  a.n  intem'ew  by  Selection  Board  appointed  by 
intpruipi  ®erv,°e  Commission,  The  majority  of  scientific  assistants  are 
ch~  .at  **  p ace  of  work  by  trave,|ing  boards  under  Commission 
arp  rrix/A  P‘  A assistants  who  are  already  in  post  in  temporary  positions 
are  given  the  option  of  interview  in  tills  way. 


in fw  Ju6-  qualifications  required  are  a General  Certificate  of  Education 
Sl]h.  , “bjects;  including  English  language  and  a scientific  or  mathematical 
’ °r  ®9u,val*nt  qualifications,  together  with  at  least  one  year’s  ex- 
m the  type  of  work  undertaken  by  members  of  the  class,  gained 
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by  service  in  a government  department  or  other  similar  scientific  establish- 
ment or  in  technical  branches  of  H.M.  Forces.  For  many  posts  preference 
is  given  to  candidates  having  two  science  subjects.  An  appreciable  number 
of  candidates  offer  higher  qualifications  up  to  and  including  two  science 
subjects  at  “A”  level. 

461.  Normally  entry  to  the  grade  of  senior  scientific  assistant  is  by  pro- 
motion but  exceptionally,  recruitment  may  be  by  open  competition  if 
vacancies  cannot  be  filled  by  promotion. 

462.  The  following  table  sets  out  the  recruitment  position  in  the  last  seven 


I960 

Senior  scientific  assistant 

Vacancies 

1 

Scientific  assistant 

1,372 

Total  

1,373 

1961 

Senior  scientific  assistant 

2 

Scientific  assistant 

1,338 

Total  

1,340 

1962  

1,472 

1963  

930 

1964 

Senior  scientific  assistant 

1 

Scientific  assistant 

496 

Total  

497 

1965  

372 

1966 

Senior  scientific  assistant 

2 

Scientific  assistant  about  600 

Total  

602 

Applications 

Successes 

Certificated j 
Appointed 

5 

2 

2 

420 

270 

258 

425 

272 

260 

16 

3 

2 

610 

337 

322 

626 

340 

324 

576 

499 

481 

795 

335 

329 

3 

1 

10) 

650 

396 

384  (384) 

653 

397 

385  (385) 

244 

105 

97  (97) 

5 

2 

2 

986 

652 

616 

991 

654 

618 

463.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Posts 

Stall'  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1961 

5,963 

2,737 

2,731 

5,468 

-495 

-8.3  , 

1963 

6,454 

2,890 

3.091 

5,981 

-473 

~7.3 

1964 

6,325 

2,943 

3,141 

6,084 

-241 

-3.8 

1965 

6,074 

2,818 

2.838 

5,656 

-418 

-6.8 

1966 

5,981 

2,708 

3,008 

5,716 

-265 

-4.4 

1967 

(1st  April) 

6,159 

2,781 

2,871 

5,652 

-507 

-8.2 

Museum  assistants  ore  included  in  the  above  figures  up  to  1 964. 
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Promotion  Outlets 

464.  Many  scientific  assistants  look  to  the  experimental  officer  class  for 
their  career.  They  may  enter  the  open  competitions  for  this  class  and  some 
concessions  in  terms  of  age  limits  ami  minimum  qualifications  are  made  to 
help  them  to  do  so.  There  are  also  opportunities  to  enter  the  experimental 
officer  class  by  promotion,  when  they  have  passed  the  maximum  age  for 
entry  to  the  competitions.  B 


Representation 

465.  The  recognised  staff  association  for  the  scientific 
Institution  of  Professional  Civil  Servants. 


assistant  class  is  the 
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CHAPTER  41 

THE  SCIENTIFIC  OFFICER  CLASS 

Duties 

466.  This  is  the  senior  of  the  three  scientific  classes  and  has  the  main 
responsibility  for  scientific  advice,  research,  design  and  development  in  the 
Civil  Service. 


Numbers  and  Pay 

467.  The  class  is  composed  of  the  following  grades: 


Numbers  at  1.4.67  Pay  from  1.1,66 


Permanent 

Temporary 

Total 

l a year 

Posts  above  chief  scientific 
officer  

24 

1 

25 

5,525— 9,500*f 

Chief  scientific  officer ... 

55 

2 

57 

5,250  and  5,000* 

Deputy  chief  scientific 
officer  

157 

5 

162 

4,175-4,625* 

Senior  principal  scientific 
officer  

549 

16 

565 

3,500-4,000* 

Principal  scientific  officer 

1,464 

114 

1,578 

2,250-3,107 

Senior  scientific  officer 

865 

259 

1,124 

1,744-2,155 

Scientific  officer 

226 

326 

552 

926-1,574 

Total  

3,340 

723 

4,063 

Notes : 

* From  1.9.65, 

f The  top  posts  are  graded  individually  in  this  range. 


Structure 

468.  Broadly  speaking,  members  of  grades  up  to  and  including  principal 
scientific  officer  are  engaged  in  carrying  out  the  scientific  work  itself;  those 
in  higher  grades  are  responsible  for  the  direction  and  administration  of 
scientific  work.  Below  principal  scientific  officer  level  it  is  accepted  that  the 
precise  grading  of  a post  at  any  particular  time  is  largely  dependent  on  the 
qualities  and  experience  of  the  man  who  fills  it.  For  this  reason  flexible 
complementing  operates,  no  distinction  being  drawn  for  complementing 
purposes  between  staff  in.  the  scientific  officer  and  senior  scientific  officer 
grades.  In  the  grades  above  principal  scientific  officer  there  is  provision  for 
“special  merit  appointments”  to  enable  officers  to  be  freed  from  administra- 
tive and  managerial  responsibilities  in  order  to  concentrate  on  their  individual 
scientific  work,  where  this  is  judged  to  be  of  outstanding  quality  and 
importance.  The  appointments  commonly  involve  promotion  for  the  scientists 
concerned. 
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469.  Also  engaged  in  research  work,  often  of  „ r , 

an  individual  as  distinct  from  a team  basis,  arc  a number  natU,re  °r  on 
who  hold  posts  tenable  for  a few  years.  nUmber  °f  research  fel,°ws 

470.  Some  members  of  the  scientific  officer  , 

central  direction  and  administration  of  research  t e in  ^1°^  °n  the 
divisions  of  the  Ministry  of  Technology  hut  the’  , headquarters 

stationed  in  research  establishments.  The  Ministries  onw  1 Cl,aSS  are 
nology  are  the  Civil  Service  Departments  employing  the  Lrae^numbfrs  “‘u 
some  ten  departments  m all  are  employers  on  an  appreciabfe  scale  ’ & 

Recruitment 

471.  Permanent  recruitment  is  by  continuous  . . 

and  senior  scientific  officer  grades.  P 1 on  ^or  tfle  scientific 

472.  The  age  limits  are:  under  29  for  , . 

ages  of  26  and  31  for  senior  scientific  officers.  The  quafificatlnfr6" 
required  are  a university  degree,  or  a dinloma  in  inrhn/,t  at'°ni  normaI1y 
qualification  with  first  or  second  class  honours  in  .n'-rr.  °/.an  e?uiva)ent 
engineering)  or  in  mathematics.  For  the  senior  scientific  nir,UbjeCt  ^lncludin8 
candidates  are  required,  in  addition,  to  have  had  ^at hast  °?mpet,Uon; 
appropriate  post-graduate  or  other  approved  experience  hrCe  yearS 

.-“it* 

establishment  through  open  competitions  r . ' ’ ^?anu  °P  bese  ater  0*,tain 

class  aged  aUenst °i  0ppf0rtu1nities  f<,r  ™mbers  of  the  experimental  officer 
aged  at  least  31  to  enter  the  scientific  officer  class  by  promotion. 

fellows  JSlff  iS  tl?C  S.Cientif‘C  r“earch  feIIowshiP  Sterne.  Research 
scientific  officer  levels  Pp"nPa  ,s?l(:ntlf,c  offlcer-  senior  scientific  officer,  and 
possibi  itv  nf  ^ Fellowships  are  tenable  for  three  years  (with  the 

establishments^ XffiT f°r  ? n°ipal  soientifio  offlcers)  at  scientific 
*h  takes  "he  form  effi  nm  1?"  7 by  Way  of  open  competition, 

fellows  must  ' T)*'  tllL're  a.re  no  £l8e  hmits.  Principal  research 

and  enjoy  a hieh  ren,  ?n5a®e<?  For  a considerable  time  in  productive  research 
three  years’  post  . i '°n  ,n  1 leir  f"r  fellowships  at  least 
years’  for  a jSnio/feUowlhip'^^h  eXpenence  ,s  rcc>uirecl;  and  at  leas‘  two 

years:  ^ J'°'low"18  table  sets  out  tile  recruitment  position  in  the  last  seven 
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Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

1960 

Principal  scientific  officer  ... 

11 

105 

7 

6 

Senior  scient  ific  officer 

68 

235 

59 

Scientific  officer  

485 

60 

Total  ...  

564 

894 

149 

125 

1961 

Deputy  chief  scientific  officer 

2 

68 

2 

2 

Senior  principal  scientific 

Principal  scientific  officer  ... 

9 

8 

5 

Senior  scientific  officer 

177 

287 

88 

Scientific  officer  

459 

439 

76 

69 

Scientific  officer  

t 

29 

Total  

649 

973 

220 

194 

1962 

Senior  principal  scientific 

2 

25 

3 

2 

6 

96 

6 

5 

Senior  scientific  officer 

1 about 

300 

136 

126 

Scientific  officer  

/ 408 

382 

91 

83 

Total  

416 

803 

236 

216 

1963 

Principal  scientific  officer ... 

7 

188 

7 

6 

Senior  scientific  officer 

316 

77 

Scientific  officer  

y 396 

520 

96 

81 

Total  

403 

1,024 

193 

164 

1964 

Deputy  chiefscientific  officer 

1 

3 

1 

1 (1) 

Senior  principal  scientific 

2 

72 

2 

i (i) 

Principal  scientific  officer ... 

7 

83 

6 

5 (5) 

Senior  scientific  officers  ... 

471 

90 

84  (83) 

Scientific  officer  

645 

93 

85  (85) 

Total  

496 

1,274 

192 

176  (175) 

1965 

Chief  scientific  officer 

2 

39 

2 

2 (2) 

Dcputychiofscicntific  officer 

1 

13 

1 

1 (!) 

Principal  scientific  officer ... 

16 

325 

10  (8) 

Senior  scientific  officer 

254 

91 

Scientific  officer  

464 

90 

74  (74) 

Total  

442 

1,095 

194 

171  (168) 

1966 

Deputy  chiefscientific  officer 

2 

119 

2 

2 

Senior  principal  scientific 

u 

366 

13 

a 

Principal  scientific  officer  ... 

22 

244 

28 

18 

Senior  scientiac  officer  ... 

299 

141 

Scientific  officer  

586 

126 

Total  

720 

| 1,614 

310 

267 

* Included  in  these  applications  are  some  for  patent  examiner, 
t This  was  a continuation  of  the  1960  competition. 
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479.  The  following  table  shows  the 
shortfall  on  1st  January: 


numbers  of  posts  and  staff,  and  the 


Posts 

Sta  ff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1960 

1961 

1963 

1964 

1965 

1966 

1967 

(1st  April) 

3,801 

3,813 

4,288 

4,340 

4,526 

4,476 

4,536 

2,933 

2,931 

3,276 

3,323 

3,409 

3,411 

3,340 

474 

476 

586 

626 

651 

708 

723 

3,407 

3,407 

3,862 

3,949 

4,060 

4,119 

4,063* 

-394 

-406 

-426 

-391 

-466 

-357 

-473 

-10-3 

-10-6 

- 9-9 

- 9-0 
-10-2 

- 8-0 
-10-4 

* Excludes  staff  transferred  to  Research  Councils. 


Superannuation 

480.  Generally  speaking,  established  staff  in  the  scientific  nflw,-  „t„ 
like  other  established  ofliccrs  superannuate  under  the  Superannuation  Act’ 
1965  (see  Chapter  6)  Temporary  staff  are  under  the  Federated  Superannuation 
System  for  Universities.  There  are  however  a number  of  established  officers 

sauis." * Fss  u- — - •»*£& 


Representation 

Jtitnln6 Jp°8?ised  S^aS-:°oCiati0n  for  the  scientific  °®cer  class  is  the 
Institution  of  Professional  Civil  Servants. 
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CHAPTER  42 

THE  STATISTICIAN  CLASS 


Duties 

482  Members  of  the  statistician  class  organise,  direct  and  supervise  the 
statistical  work  carried  out  by  Government  departments  and  also  form  the 
senior  staff  of  the  Central  Statistical  Office,  which  acts  as  a central  advisory, 
consultative  and  co-ordinating  office  for  Government  statistical  services. 
There  is  a close  relationship  between  much  of  the  statistician  work  and  policy 
matters  and  members  of  the  class  should  generally  be  sufficiently  adaptable 
to  cover  both  aspects. 


Pay  and  Numbers 

483.  The  statistician  class  consists  of  the  following  grades. 


Higher  directing  staff  ... 
Chief  statistician 

Statistician  

Assistant  statistician  ... 

Total  


Pay  from 

Numbers  at  1.4.67  1.1.66 


Permanent  Temporary 


11 

2 

38 

— 

82 

24 

20 

13 

151 

39 

Total 

i a year 

13 

5,250-6,300* 

38 

3,500-4,500* 

106 

2,250-3,107 

33 

926-1, 574f 

190 

Notes: 

* From  1.9.65.  , ...  , 

+ Th0  assistant  stalisician  at  the  end  of  two  years  established  service  in  the  grade,  or  earlier 
1 with  annroved  post-graduate  experience,  receives  a special  Increase 

o"  £120  There  am  also  caKatEans  (see  parST  489).  The  1966-6?  entry  will  be 
paid  £789  a year. 


Structure 

484  There  are  grades  in  the  class  corresponding  to  each  of  the  grades  up 
to  under  secretary  in  the  administrative  class.  There  are  also  2 posts  above 
under  secretary  level  (see  below). 


485  The  number  of  posts  varies  very  considerably  between  departments, 
some 'having  one  or  two  only.  More  usually  the  number  will  be  between 
six  and  twelve,  and  there  may  also  be  some  specialist  executive  staff  (usually 
at  C E O or  S E O.  level)  who,  although  having  no  professional  qualifications, 
are  capable  of  applying  some  statistical  techniques.  The  division  will  be 
headed  by  a chief  statistician  or  a more  senior  member  of  the  class  according 
to  size  Policy  responsibilities  above  under  secretary  level  do  not  normally 
arise  in  the  statistical  divisions  and  the  higher  posts  are  to  be  found  only  in 
the  Central  Statistical  Office  and  the  Board  of  T radc,  where  the  weight  o 
statistical  work  and  the  number  of  staff  is  much  larger  than  in  other  depart- 


ments. 

486.  There  arc  annual  open  and  limited  competitions  for  assistant  statisti- 
cian posts.  For  the  open  competition,  candidates  must  be  between  20-27  years 
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of  age.  They  must  possess  or  obtain  by  the  summer  in  which  the  competition 
is  held,  a first  or  second  class  honours  degree,  or  diploma  in  technology  in 
statistics,  mathematics,  economics  or  other  subjects  involving  formal  training 
in  statistics,  or  a higher  degree  involving  formal  training  in  statistics  or  a 
post  graduate  university  certificate  or  diploma  in  statistics,  or  a first  or  second 
class  honours  degree  or  diploma  in  technology  together  with  certain  other 
acceptable  qualifications  in  statistics.  Selection  is  by  interview. 


487.  There  is  no  departmental  promotion  to  the  grade  of  assistant  statis- 
tician, but  a limited  competition  for  recruitment  to  this  grade  is  held  annuallv 
for  candidates  from  within  the  Service  who  are  between  24-34  years  of  age 
with  at  least  two  years'  established  service  before  the  governing  date  of  the 
competition.  Likely  candidates  for  advancement  to  assistant  statistician  are 
given  as  wide  a range  of  relevant  experience  as  possible.  No  formal  entry 
qualifications  are  required  but  the  competition  is  of  a high  standard  and 
consists  of  a written  examination  in  general  subjects  followed,  for  those  who 
qualify,  by  a second  written  examination  in  statistical  subjects.  Those  who 
qualify  in  both  parts  of  the  examination  proceed  to  an  interview  before  a 
selection  board.  Candidates  who  have  the  academic  qualifications  required 
for  the  open  competition  may  be  exempted  from  the  whole  of  the  written 
examination  and  others  with  suitable  qualifications  in  statistics  may  be 
exempted  from  the  statistics  examination. 


488.  Recruitment  to  the  grade  of  statistician  is  by  continuous  competition. 
Candidates  must  normally  be  at  least  28  years  of  age  but  exceptionally  well 
qualified  people  who  are  at  least  26  may  also  be  considered.  Candidates  are 
expected  to  have  had  wide  experience  in  statistical  work  and  to  have  an  honours 
or  diploma  in  technology  or  a higher  degree  in  statistics,  mathematics,  econo- 
mics or  in  other  subjects  involving  formal  training  in  statistics,  or  a post 
graduate  university  certificate  or  diploma  in  statistics,  or  an  honours  degree 
together  with  certain  acceptable  qualifications  in  statistics,  or  the  Fellowship 
of  the  Institute  of  Actuaries  provided  more  advanced  statistics  has  been  taken 
in  the  examination.  Candidates  without  these  qualifications  may  be  considered 
if  they  can  show  evidence  of  valuable  relevant  experience  and  command  of 
advanced  statistical  techniques.  Selection  is  by  interview. 

489.  There  is  also  annual  recruitment  to  the  grade  of  cadet  statistician. 
Candidates  must  be  between  20-26  years  of  age,  with  the  same  age  extensions 
as  for  assistant  statistician,  and  must  possess,  or  obtain  by  the  summer  of 
the  year  in  which  the  competition  is  held,  a university  degree  or  a diploma 
in  technology,  preferably  with  first  or  second  class  honours.  Selection  is  by 
interview.  Successful  candidates  are  required  to  undertake  a one  year  university 
course  leading  to  a higher  degree  in  statistics  or  to  a post-graduate  certificate 
or  diploma  in  statistics.  Cadets  who  satisfactorily  complete  the  course  are 
promoted  to  the  grade  of  assistant  statistician. 

490.  There  are  also  arrangements  to  enable  officers  serving  in  other  classes 
to  acquire  the  qualifications  required  for  entry  to  the  statistician  class. 
Exceptionally,  officers  who  lack  the  formal  qualifications  but  where  aptitude 
for  statistical  work  has  been  proved  by  experience  may  be  promoted  to  the 
statistical  grade. 
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the  recruitment  position  in  the  last  seven 


MAIN  GRADE  STATISTICIANS 
(Open  competitions) 


Vacancies 

Applications 

Successes 

Certificated! 

Appointed 



47 

7 

6 

1960 

51 

5 

5 

1962 

12 

13 

12 

54 

1963 

1964 

April  

16 

16 

\ 68 

13 

12  (11) 

November  

J 

1965 

May  

29 

\ 42 

7 

5 (5) 

December  

J 

1966 

June  

December 

40 

50 

34 

35 

3 

8 

1 

6 

ASSISTANT  STATISTICIANS 


Vacancies 

Applications 

Successes 

Certificated! 

Appointed 

1960 

Open: 

July  

Autumn  

3 to  6 
17 

} 24 

3 

2 

Supplementary 
Limited 

18 

3 to  6 

J 

1 

1 

1961 

Open 

16 

about  15 

Spring 

} 19 

5 

1 

2 

Limited 

about  15 

10 

1962 

Open 

Limited 

15 

12 

11 

11 

4 

3 

1963 

Open  

Limited 

at  least  1 6 

28 

5 

3 

about  6 

9 

1964 

Open  

Limited 

at  least  16 
at  least  6 

29 

10 

5 

1 

i (i) 
i a) 

1965 

Open  

Limited 

22 

at  least  6 

32 

7 

6 

1 

2 (2) 
1 0) 

1966 

Open  

28 

57* 

10 

6 

* Includes  applications  Tor  both  assistant  statisticians  and  cadet  statisticians. 
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CADET  STATISTICIANS 


Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

1963 

Not  stated 

22 

5 

4 

1964 

Not  slated 

34 

1965  

Not  stated 

47 

4 (3) 

1966  

Not  stated 

57* 

8 

5 (5) 

3 

* Includes  applications  for  both  assistant  statisticians  and  cadet  statisticians. 

492.  The  fallowing  table  shows  the  numbers  of  posts  and  staff  and  shortfall 
on  1st  January: 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

I960 

125 

93 

12 

104 

-21 

1961 

132 

107 

7 

1 14 

1963 

139 

110 

it 

121 

-18 

1964 

149 

116 

12 

128 

-21 

1965 

169 

128 

11 

139 

-30 

1966 

212 

147 

18 

165 

-47 

1967 

(1st  April) 

239 

151 

39 

190 

-69 

-26.6 

Superannuation 

493.  Generally  speaking,  established  staff  in  the  statistician  class  are,  like 
other  established  officers,  superannuate  under  the  Superannuation  Act  1965 
(see  Chapter  6).  Temporary  staff  are  under  the  Federated  Superannuation 
System  for  Universities. 

Representation 

494.  The  recognised  staff  association  for  the  statistician  class  is  the 
Association  of  First  Division  Civil  Servants. 
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CHAPTER  43 

STORES  SUPERVISORY  GRADES 


Duties 

495  This  linked  departmental  class,  which  is  mainly  employed  in  Depart- 
ments’ having  large  stores  organisations,  is  responsible  for  the  supervision 
of  storekeepers.  It  is  concerned  with  all  aspects  of  stores  work.  This  includes 
stock  control  issues,  receipts,  packaging  techniques,  storehouse  arrangements 
and  labour  saving  techniques.  The  class  is  also  responsible  for  the  efficient 
organisation  of  work  for  training  and  discipline.  The  storekeeping  staff 
supervised  are  mainly  industrials. 


Numbers  and  Pay 

496.  The  class  is  composed  of  the  following  grades: 


Grade  I 
Grade  II 
Grade  III 
Grade  IV 

Grade  V 


Numbers  at 
1.4.67 

Pay  from 
1.1.66 

Permanent 

T emporary 

Total 

£ a year 
1,599-1,821 
1,394-1,599 

1,951 

» 

533 

2,484 

1,221-1,394 
808  (at  21) 
1,015  (at  27)— 1,221 
770  (at  21) 

924  (at  27)- 
1,015 

Structure 

497.  The  grading  of  individual  posts  depends  both  upon  the  numbers 
of  subordinate  staff  and  the  value  and  complexity  of  stocks  held.  Grades  I 
and  II  are  normally  in  overall  charge  of  the  stores  organisation  in  a large 
depot.  Grades  111  and  IV  normally  control  subordinate  supervisors.  They 
keep  a general  oversight  of  storehouse  arrangements,  progress  of  work, 
fire  and  security  precautions.  They  arc  also  responsible  Tor  checking  receipts, 
issues  and  stock.  Grade  V is  the  basic  grade  concerned  with  the  supervision 
of  storekeeping  personnel.  A member  of  this  grade  would  normally  be 
responsible  for  the  receipt,  safe  custody  and  issue  of  the  range  of  equipment 
housed  in  sheds  under  his  control  and  for  packing  equipment  on  issue. 

498.  Grades  III  to  V may  sometimes  have  overall  responsibility  for  a 
smaller  store. 

499.  The  main  employing  departments  are  the  Ministry  of  Technology, 
the  Ministry  of  Defence  and  H.M.  Stationery  Office. 
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Recruitment 

500.  Vacancies  arc  normally  filled  by  promotion  of  established  industrial 
staff,  but  where  necessary  departments  recruit  people  in  an  unestablished 
capacity.  Establishment  is  usually  by  nomination  to  the  Civil  Service 
Commission  after  not  less  than  one  year’s  satisfactory  service. 

Representation 

501.  The  class  is  represented  by  a consortium  of  staff  associations  com- 
posed of  the  Association  of  Government  Supervisors  and  Radio  Officers, 
the  Civil  Service  Union  and  the  Society  of  Telecommunications  Engineers. 
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508.  Traditionally  many  posts  in  the  technical  classes  are  filled  by  experi- 
enced industrial  civil  servants.  In  recent  years  some  departments  have  intro- 
duced schemes  for  training  apprentices,  who,  when  qualified,  are  appointed  to 
posts  in  the  draughtsman  or  technical  classes. 

509.  The  following  tables  give  the  recruitment  position  over  the  last  seven 


years: 


Vacancies 

Applications 

Successes 

Certificated! 

Appointed 

1960  

Grade  I Open  

Not  stated 

106 

5 

5 

Grade  II  Open 

Not  stated 

39 

— 

Grade  III  Open 

Not  stated 

350 

32 

24 

Grade  III  Limited 

About  1,100 

903 

401 

391 

Grades  III  & IV  Limited 

Not  stated 

595 

200  (III) 

197  (III) 

Total 

- 

1,993 

638 

617 

.1961 

Grade  I Open  

1 

109 

4 

4 

Grade  II  Open 

8 

191 

5 

4 

Grade  III  Open 

111 

460 

92 

82 

Grade  III  Limited 

368 

372 

166 

165 

Grades  III  & IV  Limited 

591 

781 

391* 

389* 

Total 

1,079 

1,913 

658 

644 

1962 

Grade  I Open  

3 

95 

3 

3 

Grade  II  Open 

15 

280 

13 

10 

Grade  III  Open 

82 

495 

58 

53 

Grade  III  Limited 

At  least  750 

857 

347 

343 

Total 

850 

1,727 

421 

409 

1963 

Grade  II  Open 

2 

79 

2 

2 

Grade  III  Open 

At  least  171 

612 

166 

144 

Grade  III  Limited 

412 

486 

242 

241 

Grades  II  & III  Open  ... 

2 

101 

2f 

2t 

Total 

587 

1,278 

412 

389 

1964 

Grade  III  Open 

550 

1,840 

376 

356  (338) 

Grade  III  Limited 

At  least  98 

229 

98 

98  (98) 

Total 

648 

2,069 

474 

454  (436) 

1965 

Grade  I Open  

1 1 

l 

1 0) 

Grade  II  Open 

U4  y 

1,310 

145 

111  (109) 

Grade  III  Open 

274  J 

186 

161  (153) 

Grade  II  Limited 

123  \ 

304 

79 

77  (77) 

Grade  III  Limited 

354  / 

130 

122  (122) 

Totaf 

886 

1,614 

541 

472  (462) 

* Includes  1 Grade  IV. 
f Includes  1 Grade  III. 
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Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

1966  „ „ 

Grade  B Open  

3 

108 

2 

2 

Grade  I Open  

47 

182 

21 

17 

Grade  11  Open 

70 

340 

36 

23 

Grade  III  Open 

395 

2,058 

362 

300 

Grade  III  Limited 
Grade  III  Limited 
Draughtsmen  Navy 

Not  stated 

309 

234 

231 

Dept.* 

182* 

326* 

183* 

68 

Total 

697 

3,323 

838 

641 

( Some  of  those  earn!  Idatcs  appointed  as  drnughtsmcn—Seo  paragraph  272. 

510.  The  following  table  gives  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Posts 

Staff  In  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

I960 

25,810 

19,138 

4,905 

24.043 

-1,767 

-6*8 

1961 

27,511 

20,500 

5,007 

25,507 

-2,004 

-7-3 

1962 

1963* 

22,369 

13,734 

7,300 

21,034 

-1335 

-60 

1964 

21,778 

13,562 

7,455 

21,017 

- 761 

-3-5 

1965 

21,554 

13,357 

7,241 

20,598 

- 956 

-4-4 

1966 

22,516 

14,168 

7,427 

21,595 

- 921 

-4*1 

1967 

(1st  April) 

23,584 

14,248 

7,381 

21,629 

-1,955 

-8'3 

* Post  Office  alalT  excluded  in  1963  and  subsequent  years. 


Representation 

511.  The  recognised  staff  association  is  the  Institution  of  Professional 
Civil  Servants. 
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CHAPTER  45 

TELECOMMUNICATIONS  TECHNICAL  OFFICERS 


Duties 

512.  This  linked  departmental  class  is  employed  for  the  supervisory  levels 
of  electronics  technical  work  having  special  environmental  or  other  character- 
istics which  make  it  necessary  to  employ  non-industrial  radio  technicians 
instead  of  the  normal  industrial  sub-structure  at  the  basic  level.  The  class 
is  not  employed  unless  the  supervision  of  radio  technicians  is  a predominant 
feature  of  the  responsibilities. 


Numbers  and  Pay 

513.  The  class  comprises  the  following  grades: 


Numbers  at  1.4.67  Pay  from  1.1.66 

Permanent  Temporary  Total  £ a year 


Grade  A 

2 

— 

2 

2,174-2,381 

Grade  B 

32 

— 

32 

1,941-2,174 

Grade  I ... 

193 

12 

205 

1,677-1,941 

Grade  II  ... 

298 

17 

315 

1,449-1,677 

Grade  III  ... 

571 

63 

634 

1 159*  (at  25)- 

Total 

...  1,096 

92 

1,188 

1,283  (at  28)- 
1,449 

vie. 

* Salaries  payable  to  grade  III  officers  under  25  are  from  £983  at  21. 


Structure 

514.  The  structure  is  basically  the  same  as  for  the  technical  works,  engineer- 
ing and  allied  classes  described  in  Chapter  44,  except  that  there  is  no  grade  IV. 
Members  of  the  class  are  mainly  employed  in  the  Board  of  Trade  and  Ministry 
of  Defence  (Air). 

Recruitment 

515.  Recruitment  to  grade  III  posts  is  normally  either  by  promotion  of 
radio  technicians  or  by  open  competition.  Candidates  should  have  adequate 
technical  education  (Ordinary  National  Certificate  in  electrical  engineering 
or  equivalent)  and  five  years’  relevant  practical  experience.  The  normal  lower 
age  limit  for  direct  entrants  is  23  years. 

516.  The  following  table  sets  out  the  recruitment  position  to  Grade  III 
in  the  last  seven  years: 
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Vacancies 

Applications 

Successes 

149 

Certificated j 

1960 

Open  competition 

7 

30 

7 

Appointed 

7 

Limited  competition 

35 

112 

35 

35 

Total  

42 

142 

42 

42 

1961 

Open  competition 

11 

25 

11 

7 

Limited  competition 

65 

109 

65 

64 

Total  

76 

134 

76 

71 

1962 

No  competition 

1963 

Open  competition 

15 

63 

15 

12 

Limited  competition 

56 

109 

56 

56 

Total  

71 

172 

71 

68 

1964 

Open  competition 

2 

59 

3 

2(2) 

Limited  competition 

6 

129 

6 

6(6) 

Total  

8 

188 

9 

8(8) 

1965 

Open  competition 

29 

124 

25 

24  (24) 

— 

— — 

— 

— 

1966 

Open  competition 

20 

no 

30 

16 

517.  The  numbers  of  posts  and  staff,  and  the  shortfall: 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

V 
/ 0 

1966 

(1st 

January) 

1,130 

1,012 

82 

1,094 

- 36 

- 3-2 

1967 

(1st  April) 

1,470 

1,096 

92 

1,188 

-282 

-19-2* 

‘This  shortfall  is  largely  due  to  a recent  increase  In  posts  which  are  now  being  filled. 


Representation 

518.  The  recognised  staff  association  is  the  Institution  of  Professional 
Civil  Servants. 
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CHAPTER  46 


TELEPHONISTS 

Duties 

519.  The  general  service  class  of  telephonists  is  employed  in  a number  of 
Government  departments  (e.g.  Ministries  of  Defence  and  Labour). 
The  basic  grade  operates  switchboards  of  all  sizes  and  types.  Supervisors 
are  employed  in  the  larger  exchanges  and  their  duties  include  the  rostering 
of  staff,  totalling  bills  for  private  telephone  calls,  traffic  checks  and  associated 
clerical  duties. 


Numbers  and  pay 

520.  The  numbers  are  as  follows: 


Telephonists 


Supervisors 


Chief  Supervisors  __ 
Notes: 

* From  1.8.67. 
t From  1.9.66. 


Numbers  at  1.4.67 
Permanent  Temporary  Total 


Pay  from  1.7.66 
£ s.  d.  a week 


1,210 


1,119 


5 

13 

14 


2,329 


2 6*  (at  15)- 

3 6 ( at  25)- 
0 0* 

£ a year 
631*  (at  20)- 
815*  (at  25) 
to  920f 
950-1, 000f 


Structure 

521.  Supervisors  are  employed  in  exchanges  where  the  complement  is 
eleven  or  more  if  manned  24  hours  a day  or  where  the  day  shift  complement 
is  nine  or  more.  In  exchanges  with  a complement  between  three  and  ten 
supervision  is  provided  by  members  of  the  basic  grade  who  are  paid  an 
allowance. 


Recruitment 

522.  Recruitment  is  by  departments  in  an  unestablished  capacity  in  the 
first  instance.  Establishment  is  by  nomination  to  the  Civil  Service  Commission 
after  not  less  than  six  months  satisfactory  service,  The  age  limits  are  15  to  59. 


The  number  of  posts  and  staff,  and  the  shortfall  on  1st  April  1967  were 
as  follows : 


Staff  in  Post 

Shortfall 

Posts 

Permanent 

Temporary 

Total 

No. 

% 

2,447  

1,210 

1,119 

2,329 

-118 

-4-8 

Representation 

523.  The  recognised  staff  association  is  the  Civil  Service  Union. 
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CHAPTER  47 

TELEPRINTER  OPERATORS 

Duties 

524.  The  duties  of  teleprinter  operators  range  from  straightforward  tele- 
printer operating,  the  preparation  of  murray  code  tapes  in  the  course  of 
transmission,  maintaining  log  books,  etc.  to  the  operation  of  special  pro- 
cedures when  the  unit  forms  part  of  a complex  international  network. 

Numbers  and  pay 

525.  The  general  service  teleprinter  operating  grades  are  as  follows: 


Numbers  at  1.4.67 

Pay  from  1.8.67 

Permanent 

Temporary 

Total 

£ a year 

Superintendent 

42 

42 

910-1,265* 

Specialist  teleprinter 

£ 

s.  d.  a week 

operator 

352 

496 

848 

7 

4 0-18  10  0 

Teleprinter  operator  . 

28 

58 

86 

6 

0 0-16  5 0 

Total 

422 

554 

976 

Notes: 

* From  1.7.66. 

There  are  also  departmental  teleprinter  operating  grades,  linked  for  pay  purposes  with 
the  general  service  grades,  in  the  Diplomatic  Wireless  Service  and  the  Ministry  of  Defence 
(Army  Department). 

Structure 

526.  The  general  service  grades  are  employed  in  most  departments  having 
a substantial  amount  of  this  work.  There  are  two  general  service  basic  grades 
The  specialist  teleprinter  operator  grade  is  used  where  the  work  required 
not  only  specialist  manipulative  skill  but  also  the  use  of  a variety  of  special 
procedures,  international  routing  instructions,  etc.  needed  where  the  station 
forms  part  of  a complex  international  network.  The  operating  speed  standard 
is  40  w.p.m.  The  teleprinter  operator  grade  is  used  on  the  more  straightforward 
non-specialist  work  where  there  are  comparatively  simple  international 
and  national  networks.  The  operating  speed  standard  is  30  w.p.m. 

527.  Where  only  part-time  employment  on  simple  work  such  as  the  straight- 
forward operation  of  a keyboard  in  a one-to-one  network  is  needed,  a typist 
is  employed. 

Recruitment 

528.  Teleprinter  operators  are  recruited  by  departments  either  by  the 
transfer  of  typists  or  by  direct  recruitment  initially  in  an  unestablished 
capacity.  Establishment  is  by  nomination  to  the  Civil  Service  Commission 
after  six  months’  satisfactory  service;  the  officer  should  be  under  60  years 
of  age. 
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The  number  of  posts  and  staff,  and  the  shortfall  on  1st  April  1967  were 
as  follows : 


Posts 

Staff  in  Post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1,072 

422 

554 

976 

-96 

-9-0 

Representation 

529.  The  nationally  recognised  staff  association  for  the  teleprinter  grades 
is  the  Civil  Service  Clerical  Association. 
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CHAPTER  48 
TRACERS 

Duties 

530.  Tracers  are  employed  in  departments  to  assist  draughtsmen. 

Numbers  and  pay 

531.  Tracers  consist  of  the  following  grades: 


Numbers  at  1.4,67 

Pay  from  1.1.66 

Permanent 

Temporary 

Total 

£ a year 

Head  tracer 

9 

— - 

9 

958-1,089 

Leading  tracer  . . . 

115 

9 

124 

792-875 

£ 

s.  d.  a week 

Tracer  

322 

633 

955 

5 

9 6 (at  15)- 

13 

5 6 (at  24)- 

14 

9 0* 

Learner  tracer 

— 

73 

73 

4 

17  6 (at  15)- 

9 

12  6* 

Total  

446 

715 

1,161 

Note: 

* From  1.8.67. 

Structure 

532.  The  tracer  grades  are  confined  to  women.  The  leading  tracers  are 
employed  on  superior  work,  includingwhere  appropriate  the  duty  of  allocating, 
progressing  and  examining  the  work  of  a small  group  of  tracers.  Head  tracers 
are  only  employed  where  there  are  large  pools  of  staff.  The  main  employers 
of  tracers  are  the  Ministry  of  Defence,  the  Post  Office,  the  Ministry  of  Tech- 
nology and  the  Ministry  of  Public  Building  and  Works. 

Recruitment 

533.  Recruitment  is  by  departments.  Establishment  is  by  nomination  to 
the  Civil  Service  Commission  normally  after  not  less  than  nine  months’ 
satisfactory  service. 

534.  The  following  table  shows  the  numbers  of  posts  and  staff,  and  the 
excess  or  shortfall  on  1st  January: 


Posts 

Staff  in  post 

Excess  or  shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1 960 

1,240 

722 

541 

1,263 

+23 

+ 1-8 

1961 

1,304 

616 

565 

1,181 

-123 

-9-4 

1963 

1,312 

671 

558 

1,229 

- 83 

-6-3 

1964 

1,215 

746 

362 

1,108 

-107 

-8-8 

1965 

1,425 

800 

592 

1,392 

- 33 

-2-3 

1966 

1,373 

631 

673 

1,304 

- 69 

-50 

1967 

(1st  April) 

1,164 

446 

715 

1,161 

- 3 

-0-2 
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Representation 

535  The  recognised  staff  association  for  this  class  is  the  Society  of  Technical 
Civil  Servants. 
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CHAPTER  49 


THE  TYPING  CLASS 

536.  All  shorthand  typists,  audio  typists  and  typists,  other  than  those  in 
the  personal  secretary  class  are  included  in  the  typing  class.  As  many  of 
them  are  employed  in  pools  in  large  offices  the  supervisory  grades  are  of 
importance  and  are  dealt  with  here  for  convenience. 


Numbers  and  Pay 

537.  The  scales  for  the  typing  supervisory  grades  are  linked  in  the  follow- 
ing way  to  those  of  the  general  executive  class.  The  controller  of  typists 
scale  is  the  same  as  the  higher  executive  officer’s,  the  chief  superintendent  of 
typists’  is  the  same  as  the  higher  clerical  officer’s  or  executive  officer’s  as 
appropriate,  and  a superintendent  of  typists  is  paid  on  the  clerical  officer 
scale  with  an  allowance  of  £84  a year.  Numbers  and  other  grades  are  as 
follows: 


Numbers  at  1.4.67 

Pay  from  1.7.67 

Permanent 

Temporary 

Total 

£ a year 

Controller  of  typists 
Chief  superintendent 

1,574-1,874* 

of  typists 

Superintendent  of 

568-1,457* 

typists  

985 

66 

1,051 

356-1,002 
(with  allowance 

Supervisor  

of  £84) 

Grade  pay  as  below 

plus  a supervis- 
ory allowance  of 
21s.  a week. 

Shorthand  typist,'] 

,£  s.  d.  a week 

grade  I ...  1 

Shorthand  typist  f 

3,031 

4,187 

7,218 

6 10  0-15  18  0 

grade  II  ...J 

6 4 0-14  15  0 

Audiotypist  ... 

740 

1,353 

2,093 

6 10  0-15  18  0 

Typist,  grade  I...  \ 

3,134 

5 15  0-14  11  0 

Typist,  grade  II.../ 

12,672 

15,806 

5 10  0-13  13  0 

Total  

7,890 

18,278 

26,168 

Notes: 

* From  1.1.66. 

0)  Scales  of  the  non-supervisory  typists  grades  are  age-pointed  from  age  15  at  the  minimum 
to  age  22  for  shorthand  typist  grade  I (£14),  audio  typist  (£14)  and  typist  grade  II  (£12 12s.  Od.) 
and  to  age  25  for  shorthand  typist  grade  II  (£13  3s.  Od.)  and  typist  grade  II  (£12  Is.  Od.). 
(ii)  There  is  also  a pool  of  verbatim  shorthand  writers  on  separate  salary  scales. 
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Grading  Technical  Standards 

538.  The  following  technical  standards  have  been  evolved  to  determine  the 
grading  of  typing  staffs: 

Typing  Shorthand 

{words  per  minute ) ( words  per  minute) 

Shorthand  typist: 

40  100 

30  80 

Audio 

40  350  words  from  tape  dictated 

at  100  w.p.m.  to  be  tran- 
scribed in  30  minutes. 

40 
30 


Grade  I 
Grade  II  ... 

Audio  typist 

Typist: 
Grade  I 
Grade  II  ... 


Proficiency  Allowances 

539  In  addition  to  the  pay  scales  shown  above,  proficiency  allowances  are 
granted  as  follows  to  staff  who  reach  the  required  standards : 


Shorthand: 

Class  II  

Class  I 

Class  I (Higher)  ... 


120  words  per  minute 
130  words  per  minute 
140  words  per  minute 


& *.  d. 

19  0 a week 

1 16  0 a week 

2 12  6 a week 


Audio: 

Class  II  ... 

Class  I 

Class  I (Higher) 


475  words  from  tape  to  be 
transcribed  in  30  minutes* 
650  words  from  tape  to  be 
transcribed  in  30  minutes* 
800  words  from  tape  to  be 
transcribed  in  30  minutes* 


19 

1 16 
2 12 


* All  tapes  dictated  at  100  words  per  minute. 


0 a week 
0 a week 
6 a week 


Typing: 

Class  II  50  words  per  minute 

Class  I 55  words  per  minute 

Class  I (Higher)  ...  65  words  per  minute 


16  0 a week 
17  6a  week 
2 4 0 a week 


Thus  a typist  with  class  I (higher)  proficiency  can  earn  an  extra  £2  4s.  a 
week,  a shorthand  typist  with  class  1 (higher)  proficiency  m both  shorthand 
and  typing  and  can  earn  an  extra  £4  16s.  6d.  a week  and  an  audio  typist 
with  class  I (higher)  proficiency  in  both  audio  and  typing  can  also  earn  an 
extra  £4  16s.  6d.  a week.  Shorthand  typists  and  audio  typists  can  hold  the 
shorthand  and  typing,  or  the  audio  and  typing,  proficiency  allowances  separ- 
ately or  together. 


Structure 

540.  The  typing  grades  are  mainly  employed  in  small  groups  known  as 
pools.  A pool  of  four  to  eight  typing  staff  is  normally  in  the  charge  ol  a 
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supervisor;  larger  groups  of  nine  to  fourteen  in  that  of  a superintendent  A 
superintendent  and  a supervisor  may  be  appointed  when  the  numbers  in  the 
pool  range  from  fifteen  to  twenty-four.  There  are  (for  the  control  of  large 
numbers  of  typing  staff)  the  higher  posts  of  chief  superintendent  and  con 
trailer  of  typists,  as  well  as  posts  of  training  school  superintendent  Comple 
mentary  to  the  pool  system,  increasing  use  is  being  made  of  the  allocation  of 
typists  to  small  groups  of  officers  for  divisional  duties  wherever  this  can  be 
shown  to  be  feasible  and  economic. 

Recruitment 

541.  Typists  are  recruited  by  departments,  initially  in  an  unestablished 
capacity.  Ideally  recruits  should  be  of  grade  I standard  or  be  capable  of  reach- 
ing it  within  a reasonable  time.  In  shortage  areas,  however,  substantial 
numbers  of  grade  II  recruits  have  been  retained.  Promising  trainees  are  also 
recruited  on  condition  that  they  reach  at  least  grade  II  standard  within  three 
months.  Grade  I typists  may  be  nominated  to  the  Civil  Service  Commission 
for  establishment  after  at  least  six  months  satisfactory  service.  The  age  limits 
are  15-59. 


Recruitment  Position 

542.  The  following  table  shows  the  recruitment  position  for  the  years  1960 
to  1966  in  the  London  Postal  Area : 


Year 

Vacancies 
at  end  of 
December 

Number  of  posts 
at  end  of 
December 

Vacancies  as 
percentage 
of  complement 

1960 

921 

7,554 

12-2 

1961 

581 

6,982 

8-3 

1962 

626 

7,035 

8-9 

1963 

664 

6,965 

9-5 

1964 

914 

6,933 

13-2 

1965 

1,119 

7,186 

15-5 

1966 

1,456 

8,782 

16-6 

543.  The  following  table  shows  the  numbers  of  posts  and  staff  and  the 
shortfall  in  the  United  Kingdom : — 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1966 
(1st 

January) 

1967 

(1st  April) 

27,398 

8,173 

17,492 

25,665 

-1,733 

-6-3 

27,934 

7,890 

18,278 

26,168 

-1,766 

-6-3 
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Grading  Technical  Standards 

538.  The  following  technical  standards  have  been  evolved  to  determine  the 
grading  of  typing  staffs : 

Typing  Shorthand 

(words  per  minute)  ( words  per  minute) 


Shorthand  typist: 
Grade  I 
Grade  II  ... 

Audio  typist 


40  100 

30  80 

Audio 

40  350  words  from  tape  dictated 

at  100  w.p.m.  to  be  tran- 
scribed in  30  minutes. 


Typist: 
Grade  I 
Grade  II 


40 

30 


Proficiency  Allowances 

539.  In  addition  to  the  pay  scales  shown  above,  proficiency  allowances  are 
granted  as  follows  to  staff  who  reach  the  required  standards: 


Shorthand: 

Class  II  

Class  I 

Class  I (Higher)  ... 


120  words  per  minute 
130  words  per  minute 
140  words  per  minute 


£ *.  d. 

19  0 a week 

1 16  0 a week 

2 12  6 a week 


Audio: 

Class  II 

Class  I 

Class  I (Higher) 


475  words  from  tape  to  be 
transcribed  in  30  minutes* 
650  words  from  tape  to  be 
transcribed  in  30  minutes* 
800  words  from  tape  to  be 
transcribed  in  30  minutes* 


19  0 a week 

1 16  0 a week 

2 12  6 a week 


* All  tapes  dictated  at  100  words  per  minute. 


Typing: 

Class  II 

Class  I 

Class  I (Higher)  .. 


50  words  per  minute 
55  words  per  minute 
65  words  per  minute 


16  0 a week 
17  6a  week 
2 4 0 a week 


Thus  a typist  with  class  I (higher)  proficiency  can  earn  an  extra  £2  4s.  a 
week,  a shorthand  typist  with  class  1 (higher)  proficiency  m both  shorthand 
and  typing  and  can  earn  an  extra  £4  16s.  6d.  a week  and  an  audio  typist 
with  class  I (higher)  proficiency  in  both  audio  and  typing  can  also  earn  an 
extra  £4  16s.  6d.  a week.  Shorthand  typists  and  audio  typists  can  hold  the 
shorthand  and  typing,  or  the  audio  and  typing,  proficiency  allowances  separ- 
ately or  together. 


Structure 

540.  The  typing  grades  are  mainly  employed  in  small  groups  known  as 
pools.  A pool  of  four  to  eight  typing  staff  is  normally  in  the  charge  oi 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Introductory  Factual  Memorandum  ^ 

supervisor;  larger  groups  of  nine  to  fourteen  in  that  of  a superintendent  A 
superintendent  and  a supervisor  may  be  appointed  when  the  numbers  in  the 
pool  range  from  fifteen  to  twenty-four.  There  are  (for  the  control  of  large 
numbers  of  typing  staff)  the  higher  posts  of  chief  superintendent  and  con- 
troller of  typists,  as  well  as  posts  of  training  school  superintendent  Comple- 
mentary to  the  pool  system,  increasing  use  is  being  made  of  the  allocation  of 
typists  to  small  groups  of  officers  for  divisional  duties  wherever  this  can  be 
shown  to  be  feasible  and  economic. 


Recruitment 

541.  Typists  are  recruited  by  departments,  initially  in  an  unestablished 
capacity.  Ideally  recruits  should  be  of  grade  I standard  or  be  capable  of  reach 
mg  it  within  a reasonable  time.  In  shortage  areas,  however,  substantial 
numbers  of  grade  II  recruits  have  been  retained.  Promising  trainees  are  also 
recruited  on  condition  that  they  reach  at  least  grade  II  standard  within  three 
months.  Grade  I typists  may  be  nominated  to  the  Civil  Service  Commission 
for  establishment  after  at  least  six  months  satisfactory  service.  The  age  limits 
are  15-59. 

Recruitment  Position 

542.  The  following  table  shows  the  recruitment  position  for  the  years  1960 
to  1966  in  the  London  Postal  Area: 


Year 

Vacancies 
at  end  of 
December 

Number  of  posts 
at  end  of 
December 

Vacancies  as 
percentage 
of  complement 

1960 

921 

7,554 

12-2 

1961 

581 

6,982 

8-3 

1962 

626 

7,035 

8-9 

1963 

664 

6,965 

9-5 

1964 

914 

6,933 

13-2 

1965 

1,119 

7,186 

15-5 

1966 

1,456 

8,782 

16-6 

543.  The  following  table  shows  the  numbers  of  posts  and  staff  and  the 
shortfall  in  the  United  Kingdom : — 


Posts 

Staff  in  post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

1966 
(1st 

January) 

1967 

(1st  April) 

27,398 

8,173 

17,492 

25,665 

-1,733 

-6-3 

27,934 

7,890 

18,278 

26,168 

-1,766 

-63 
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Promotion  Outlets 

544  Progress  in  the  basic  typing  grades  is  dependent  upon  the  attainment 
of  the  required  technical  qualifications.  Members  of  these  grades  are  eligible 
for  promotion  to  the  supervisory  grades  and  there  are  also  opportunities  of 
promotion  to  clerical  officer.  Shorthand  typists  and  audio  typists  also  have 
the  promotion  outlet  to  the  personal  secretary  class. 


Representation 

545  The  typing  grades,  up  to  and  including  superintendent  of  typists,  are 
represented  by  the  Civil  Service  Alliance. 


: 
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CHAPTER  50 

THE  VETERINARY  OFFICER  CLASS 

Duties 

546  The  majority  of  members  of  this  class  belong  to  the  Ministry  of 
Agriculture,  Fisheries  and  Food  Veterinary  Service.  This  consists  of  three 
arms  which  work  in  close  collaboration  with  each  other'  the  Field  Service 
the  Research  Laboratories  and  the  Investigation  Service  The  Research 
Laboratories  are  concerned  with  applied  research  into  all  animal  diseases 
except  foot  and  mouth  disease.  The  Veterinary  Investigation  Service  is 
located  in  centres  throughout  the  country  and  advises  farmers  through  their 
own  veterinary  surgeons,  on  all  aspects  of  control  and  prevention  of  the  non 
notifiable  diseases.  The  Field  Service  is  much  the  largest  of  the  arms 


; 547.  Veterinary  officers  in  the  Field  Service  are  concerned  with  the  preven 

tion,  diagnosis,  control  and  eradication  of  notifiable  animal  diseases-  the 
conduct  of  field  trials  and  disease  surveys;  the  supervision  of  vaccination 
schemes  and  animal  and  poultry  health  schemes;  tuberculin  testing  of  cattle- 
the  examination  of  bulls  for  artificial  insemination;  the  control  (from  the 
disease  prevention  aspect)  of  animal  imports  and  exports;  the  protection  of 
animals  and  poultry  from  unnecessary  suffering  during  transit;  the  hygiene 
and  prevention  of  cruelty  regulation  for  slaughter  houses;  advice  to  local 
authorities  on  meat  inspection;  inspection  of  market  premises  for  animal 
welfare  and  disease  prevention  purposes;  and  animal  health  lectures  to 
i agricultural  bodies. 

Numbers  and  Pay 

548.  The  Field  Service  consists  of  the  following  grades: 


Higher  staff  

Regional  veterinary  officer 
Deputy  regional  veterinary 
officer 

Divisional  veterinary  officer 
Veterinary  officer  grade  I ... 
Veterinary  officer  grade  II. . . 


Numbers  at  1.4.67 

Pay  from 

1.1.66 

Permanent  Temporary 

Total 

£ a year 

6 — 

6 

Up  to  5,725* 

19  — 

19 

3,755-4, 175f 

11  — 

11 

3,685| 

102  — 

102 

2,637-3,359 

| 261  3 

264 

r2, 03 1-2,464 
1,326-2,031 

399  3 

402 

i Notes: 

; t FromT  9 65^  ^ ‘nc**v,c*ua^y  graded  and  the  salaries  were  effective  from  various  dates. 

549.  In  addition  there  are  70  professional  staff  in  the  Veterinary  Investi- 
ga  ion  Service  and  73  in  the  Veterinary  Research  Laboratories  (see  paras. 
|i  551  and  552  below). 

6 
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Structure 

550  The  Chief  veterinary  officer  is  responsible  for  the  whole  of  the 
Veterinary  Service.  Under  him  the  Field  Service  is  headed  by  the  Director, 
assisted  by  two  deputies  for  England  and  Wales  and  one  for  Scotland. 
England  and  Wales  are  divided  into  eight  regions  and  Scotland  into  three 
regions  each  headed  by  a regional  veterinary  officer  and  assisted  by  a deputy. 
A few  regional  veterinary  officers  are  located  at  headquarters  at  Tolworth 
and  Edinburgh  where  they  are  each  assisted  by  up  to  three  divisional 
veterinary  officers.  The  other  divisional  veterinary  officers  are  located  in 
some  seventy  animal  health  offies  throughout  the  eleven  regions. 

551  The  grading  of  the  staff  in  the  Research  Laboratories  is  very  similar. 
The  grades  of  research  officer  grades  I and  II  and  senior  research  officer 
grade  II  are  on  the  same  pay  scales  as  veterinary  officers  grades  I and  II  and 
divisional  veterinary  officers ; above  this  level  are  the  grades  of  senior  research 
officer  grade  I deputy  director  and  director  (who  is  also  responsible  for  the 
Veterinary  Investigation  Service)  and  only  the  grade  of  senior  research  officer  I 
does  not  correspond  exactly  to  those  in  the  Field  Service. 

552  Similarly  in  the  Investigation  Service,  assistant  investigating  officer 
urades  I and  II  and  veterinary  investigation  officers  correspond  to  the  grades 
in  the  Field  Service,  as  does  deputy  director,  but  superintending  veterinary 
investigation  officers  do  not. 


Recruitment 

553  Recruitment  to  the  Field  Service  is  by  open  competition  to  grade  II. 
Candidates  must  be  at  least  23  years  old  and  members  of  the  Royal  College 
of  Veterinary  Surgeons  with  at  least  one  year’s  appropriate  practical 
experience  for  grade  II.  For  the  Investigation  Service  and  the  Research  Service 
candidates  should  preferably  have  some  post-graduate  experience,  as  well  as 
being  members  of  the  Royal  College  of  Veterinary  Surgeons.  For  research 
officer  posts  applicants  qualified  in  other  relevant  disciplines  are  accepted. 


554. 


The  following  table  sets  out  the  recruitment  position: 


I960 

Vacancies  Applications  Successes 

Certificated! 

Appointed 

Vet.  officer  

23 'I 

► 46  \ 

"12 

10 

Research  officer 

2 

2 

L 

Asst,  vet  invest,  officer  .. 

U 

1 

l” 

Total  

26 

46 

14 

12 

1961 

Vet.  officer  

28^ 

L 27 

r 3 

2 

a 

Research  officer  ... 

4 

j 

Asst.  vet.  invest,  officer  . 

2 _ 

1 

i 4 

Total  

34 

27 

ii 

7 
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1962 

Vacancies 

Vet.  officer 

301 

Research  officer  ... 

...  si 

Asst.  vet.  invest,  officer 

7/ 

Total  

42 

1963 

Vet.  officer 

25 

Research  officer  ... 

. . at  least  4 

Asst.  vet.  invest,  officer  . 

2 

Total  

..  at  least  31 

1964 

Vet.  officer 

2n 

Research  officer  ... 

18  L 

Asst.  vet.  invest,  officer  . 

9j 

Total  

48 

1965 

Vet.  officer  

. Not  stated 

Research  officer  ... 

. at  least  6 

Asst.  vet.  invest,  officer  .. 

6 

Total  

. at  least  12 

1966 

Vet.  officer  

26 

Research  officer  ... 

. at  least  7 

Total  

33 

161 


Applications  Successes 

Certificated j 

Appointed 

38 

f 15 

14 

1 

1 

l 7 

6 

38 

23 

21 

} 83  i 

'29 

25 

9 

9 

J _ 1 

_ 2 

1 

83 

40 

35 

95 

[22 

19  (18) 

i 13 

11(11) 



l 8 

8 (8) 

95 

43 

38  (37) 

29 

18 

18  (17) 

11 

1 

1 (1) 

14 

7 

7 (7) 

— 

— 

54 

26 

26  (25) 

— 

28 

16 

11 

13 

5 

4 

— 

— 

— 

41 

21 

15 

The  following  table  shows  the  number  of  posts  and  staff,  and  the  short- 
tall  on  1st  April  1967: 


Staff  in  Post 

Shortfall 

Permanent 

Temporary 

Total 

No. 

% 

399 

3 

402 

-40 

-9-0 

Representation 

. 3.'  The  Institution  of  Professional  Civil  Servants  is  the  recognised  staff 

association  for  the  veterinary  officer  class. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


162 


Introductory  Factual  Memorandum 


CHAPTER  51 


THF  WORKS  GROUP  OF  PROFESSIONAL  CLASSES 
DEPARTMENTAL  variants  and  related  classes 


Duties 

556  The  works  group  of  professional  classes,  and  the  more  numerous 
departmental  variants  and  related  classes  cover  a variety  of  professions 
the  members  of  which  deal  with  buildings,  land  and  engineering  work  of 

all  kinds. 


557  They  include  engineers  of  all  specialisms,  architects  surveyors  of 
different  kinds  valuers,  planning  officers  and  inspectors  of  many  kinds. 
Most  departments  employ  members  of  some  of  these  classes.  Their  dut.es 
may  be  broadly  described  as  including. 

(a)  advisory  and  consultant  work  for  a variety  of  purposes;  decisions 
on  professional  aspects  of  statutory  requirements; 


(6)  original  design  and  preparation  of  complete  schemes; 

(C)  managerial  control  and  direction  of  the  processes  which  translate 
paper  schemes  into  production ; 

(d)  operation,  maintenance  and  inspection  of  systems,  etc.,  which  have 
been  set  up. 


558  There  is  not  only  a wide  variety  of  professions  to  be  covered  but 
the  nature  of  the  work  varies  widely  between  departments.  The  mam 
principle  is  that  professional  staff  should  be  employed  only  on  work  winch 
calls  for  professional  knowledge  and  experience  and  that  all  other  work 
should  be  devolved  to  supporting  classes,  particularly  the  technical  and 
drawing  office  classes.  In  some  departments  professional  staff  are  dlrectly 
responsible  for  the  design,  planning,  erection  and  maintenance  of  building 
and  engineering  works;  in  others,  they  act  as  consultants  or  they  are  employed 
ffi  vettfng  schemes  prepared  by  other  bodies,  such  as  local  authorities.  Some 
engineers  are  directly  responsible  for  the  design  and  manufacture  of  equipment 
for  the  Forces;  others  exercise  a supervisory  function  over  production  con- 
tracts with  private  industry,  and  others  again  are  engaged  on ,res^r^”d 
development  work.  Estate  surveyors,  land  commissioners  and  land  officers 
are  responsible,  in  an  advisory  or  executive  capacity,  for  the  purchase  sal^ 
lease  and  management  of  real  property,  urban  and  rural.  Typical  statutory 
inspection  functions  carried  out  by  professional  staff  are  the  mspectron  of 
public  service  vehicles,  the  investigation  of  accidents  on  railways  and 1 tho 
involving  aircraft,  the  survey  of  construction,  equipment  and  crew  standards 
of  ships. 


Organisation  , 

559.  The  present  organisation  of  the  professional  classes  is  comp ' ex  an 
has  come  about  over  a long  period.  The  centre  core  is  called  the  works 
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group.  Thjs  is  a group  of  general  service  classes  ,„;n, 

and  pay  scales  and  comparable  entry  requirements.  The^lasse^re amfffT 
maintenance  surveyors,  quantity  surveyors,  estate  surveyors  lands  nffi  ’ 
civi!  engineers,  mechanical  and  electrical  engineers  anTsanitlrf  ngrnS’ 

°f  departmental  variants  or  related  classes.  Some  of  these  “re^racSy 
indistinguishable  from  works  group  classes  (e.g.  the  departmental  class  of 
mechanical  and  electrical  engineers  in  the  Ministry  of  Technology)  • otters 
diverge  from  the  works  group  norm  to  varying  degrees  in  structure  pay  and 
entry  standards.  A list  of  the  mam  variants  and  related  classes  whh  the 
numbers  in  each  is  in  Appendix  E.  wun  me 


560.  Members  of  the  works  group  are  found  in  a number  of  departments 
but  architects  maintenance  and  quantity  and  estate  surveyors  a?e  mosfly 

rEtrv  *eAMmiS‘ry  0fcPl’1MlC  Bui,ding  and  Works,  ^nds  officers  by 
thMimstryof  Agriculture,  Fisheries  and  Food,  the  Department  of  Agrk 
culture  and  Fisheries  for  Scotland  and  the  Ministry  of  Defence,  and  median. 

by  the  Mmistry  °f  Public  Buildin® and  “ - «- 


(,56.1..  V?  “am  departmental  variants  and  related  classes  are  engineers  in 
ffie  Ministry  of  Technology  and  the  Ministry  of  Defence  (Army),  the  Royal 
Naval  Engineering  Service,  Post  Office  engineers,  planning  officers  and 
housing  and  planning  inspectors  in  the  Ministry  of  Housing  and  Local 
Government,  and  Scottish  Development  Department  and  valuers  in  the 
Inland  Revenue.  Chapter  16  describes  valuers,  the  largest  group  of  depart- 
mental variants.  r t"u 


Structure 

2’k^! tbe  profess!onal  classes  in  the  works  group  have  a common  struc- 
ure  which  consists  of  a basic  grade  to  which  staff  are  normally  recruited 
a main  grade  which  is  numerically  the  largest  grade,  a senior  grade,  a super- 
intending  grade  and  a number  of  directing  grades. 


nth  ' Some  of  variant  and  related  classes  have  the  same  structure. 
. , cr  v?"4-'  planning  officers  and  many  of  the  inspectorates)  have  no  grade 
grade  which  is  the  normal  recruitment  grade;  and  others 
i as  *“e  R°yal  Naval  Engineering  Service  and  the  Board  of  Trade 
tn  fl  ^i  aave  a different  structure.  Approval  has  been  given  in  principle 
»rarWe“mplementing  (see  paragraph  468)  in  relation  to  basic  and  main 
grade  posts  concerned  with  research  and  development  work. 


Numbers  and  Pay 

cmttt  TclW<^rks  grouP  Masses  and  in  general  the  variant  and  related  classes 
consist  of  the  following  grades : 
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Top  posts  

Directing  grades 
Superintending  grades 
Senior  grade  ... 

Main  grade 
Basic  grade 


Total 
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Numbers  at  1.4.67 

Pay  from  1.1.66 
( Works  group  proper) 

Permanent 

Temporary 

Total 

L a year 

26 

1 

27 

5,000-7,450* 

9.17 

3 

220 

4,500  and  4,825f 

885 

4 

889 

3,500-4,000) 

2,294 
4 799 

34 

2,328 

2,639-3,105 

400 

5,129 

1,894-2,510 

' 3,472 

674 

4,146 

1,242)  (at  25)- 
1,672§  (at  34)- 
1,894 

. 11,623 

1,116 

11,556 

top  ports  are  individually  graded  in  this  range. 

t From  1.9.65.  . . nffirers  under  25  are  from  £937  at  21. 

t Salaries  payable  to  basic  grade offi  ei 5 ™eive  a specjai  increase  of  £120  subject  to  the 
§ Established  basic  grade  0®“?™  that  they  have  satisfactorily  completed  a period  of 
maximum  of  the  scale  limit haw  attorned  Ml  professional  qualification,  which  for 
th^purpo^  isVorporate  m^bership^of  fiie&prescribed  professional  Institute. 

Recruitment  , , . , _ , 

S65  The  normal  qualification  requirements  (which,  for  engineers,  are  under 
565.  me  norma  q appropriate  professional  institution, 

review)  are  c“P"e”bfeSr“  oe  Selection  is  by  interview.  In  some 
however!  basic  grade  engineers  can  be  appointed  without 
corporate  membership. 

5fi6  Normally  entry  is  by  continuous  open  competition  and,  as  occasion 

main  grade  is  the  recruitment  grade  (e.g.  with  planning  officer  ). 

567  A large  proportion  of  the  entrants  to  the  basic  grade,  particuiarly  to 
th fengitSSes,  are  people  who  have 
ing  in  sub-professional  grades  in  the  " I they 
limits  they  enter  through  the  normal  competition.  It  over  an  } 
by  departmental  promotion. 

568.  In  addition  to  the  recruitment  of  trained 
ment  of  engineering  cadets.  Cadets  must  be  und< 6 subiect.  They 

honours  degree  or  diploma  in  technology  in 
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are  trained  in  departments,  usually  for  two  years  on  nm„,  , . 

t0  satisfy  the  training  requirements  for  corpse “J&j ^ 
fessionai  institution.  After  training  they  L appSd  gfad" 

engineers.  ®1<luc 

inf;™e  following  tables  ®ive  the  --ecruitment  position  from  1960-1966 

ARCHITECTS  AND  MAINTENANCE  SURVEYORS 
Main  Grade  and  Above 


Vacancies 

Applications 

Successes 

Certificated/ 

Appointed 

1960 

6 

136 

7 

6 

1961  

29 

269 

23 

20 

1962  

6 

52 

6 

5 

1963  

14 

271 

14 

11 

1964  

At  least  153f 

583* 

55 

46  (45) 

1965  

111 

405* 

70 

56  (55) 

1966  

63 

318 

43 

30 

Basic  Grade 

1960  

not  stated 

71 

32 

28 

1961  

60 

75 

45 

37 

1962  

54 

61 

29 

25 

1963  

37 

34 

14 

14 

1964  

At  least  153f 

583* 

19 

17  (17) 

1965  

176 

405* 

10 

9 (9) 

1966  

104 

21  1 

7 

3 

+ £ !ncJu^es  £oth  main  and  basic  grade  applications, 
T s figure  includes  both  main  and  basic  grade  vacancies. 
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CIVIL  ENGINEERS 
Main  Grade  and  Above 


Vacancies  / 

applications 

Successes  C 

Certificated/ 

Appointed 

— — ■ 

32 

301 

48 

34 

1961  

151 

25 

24 

25 

1963  

1964  

Up  to  40 

107 

38 

29  (29) 

1965  

about  65 

442 

79 

52  (48) 

1966  

36 

242  1 

35 

20 

Basic  Grade 

1960  

not  stated 

92 

23 

19 

1961  

94 

70 

25 

21 

45 

45 

22 

20 

1962  

1963  

44 

80 

30 

26 

1964  

44 

66 

17 

17 

1965  

about  48 

48 

14 

9 (8) 

1966  

57 

67 

12 

8 

engineering  cadets 

Vacancies 

Applications 

Successes 

Certificated/ 

Appointed 

1960  

50 

5 

5 

1961  

not  stated 

32 

8 

6 

1962  

34 

12 

8 

6 

1963  ...  

30 

67 

8 

6 

1964  ...  

34 

94 

11 

7 (7) 

1965  

24 

66 

7 

6 (6) 

1966  

25 

72 

6 

2 

i 


s 
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LANDS/ESTATE  OFFICERS 
Main  Grade 


Vacancies 

Applications 

Successes 

Certificated j 
Appointed 

1965 

up  to  10 

34 

9 

9 (9) 

Basic  Grade 

I960 

18 

39 

17 

17 

1961 

7 

42 

7 

7 

1962 

18 

42 

16 

14 

1963 

25 

33 

16 

16 

1964 

19 

25 

12 

n (ii) 

1965 

17 

38 

15 

14  (14) 

1966 

25 

46 

11 

11 

MECHANICAL  AND  ELECTRICAL  ENGINEERS 
Main  Grade  and  Above 


Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

1961 

22 

385 

31 

28 

1962 

about  2 

22 

7 

5 

1963 

at  least  179* 

l,084f 

7 

6 

1964 

up  to  40 

340 

14 

13  (13) 

1965 

about  23 

194 

19 

17  (16) 

1966 

27 

676 

43 

33 

Basic  Grade 

1960 

190 

505 

43 

40 

1961 

about  400 

640 

63 

58 

1962 

246 

438 

87 

73 

1963... 

at  least  179* 

l,084f 

118 

102 

1964... 

220 

501 

94 

89  (85) 

1965... 

264 

433 

97 

87  (85) 

1966... 

242 

339 

73 

65 

+ Th'S  ^L)re  includes  both  Main  and  Basic  grade  vacancies, 
f is  ngure  includes  both  Main  and  Basic  grade  applications. 
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QUANTITY  SURVEYORS 
Main  Grade  and  Above 


Vacancies 

Applications 

Successes 

Certificated / 
Appointed 

1961 

14 

130 

15 

14 

1962...  

2 

7 

2 

1 

1966  

27 

176 

34 

24 

Basic  Grade 

1960  

not  stated 

168 

39 

34 

1961  ...  

57 

62 

30 

30 

1962...  

70 

47 

21 

17 

1963  

41 

62 

19 

17 

1964 

42 

25 

11 

10  (9) 

1965 

78 

11 

5 

5 (5) 

1966 

40 

17 

5 

5 

570.  The  following  table  gives  the  numbers  of  posts  and  staff,  and  the 
shortfall  on  1st  January: 


Posts 

Staff  in  post 

Shot 

tfall 

Permanent 

Temporary 

Total 

No. 

% 

1963 

1964 

1965 

1966 

1967 

(1st  April) 

10,814 

11,696 

12,063 

12,120 

13,993 

9,231 

10,093 

10.383 

10.384 
11,623 

1,123 

1,041 

1,147 

983 

1,116 

10,354 

11,134 

11,530 

11,367 

12,739 

- 460 

- 562 

- 533 

- 753 
-1,254 

-4-2 

-4-8 

-4-4 

-6-2 

-9-0 

Representation 

571.  The  recognised  staff  association  for  the  works  group  of  professional 
classes  is  the  Institution  of  Professional  Civil  Servants. 
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APPENDIX  A 

This  Appendix  reproduces  Appendix  A to  the  1956  National  Whitlev 
Council  Agreement.  Paragraph  12  sets  out  the  terms  of  reference  of  the 
Civil  Service  Pay  Research  Unit.  1 ttle 


CIVIL  SERVICE  PAY  AND  FACT  FINDING 


■ 1 Tre^Nau°na!  C°uncil  c?nsidered  the  findings  and  recommenda- 

tions of  the  Royal  Commission  on  the  Civil  Service  (1953-1955)  relating  to 
the  determination  of  Civil  Service  pay  standards.  The  Council  noted  the 
Commission  s conclusion  that  “ fair  comparison  ” with  current  outside  rates 
should  be  the  primary  principle.  They  agreed  that  it  was  a valid  and  valuable 
principle  in  Civil  Service  pay  negotiations  although  not  the  sole  determinant 


2.  Both  sides  agreed  that  in  some  cases  “ fair  comparison  ” would  have  to 
be  supplemented  by  reference  to  internal  relativities  and  in  others  internal 
relativities  would  be  the  governing  factor  as  outside  comparisons  would  not 
exist. 


3.  In  the  Staff  Side  s view  there  were  other  principles  which  must  be  taken 
into  account.  They  could  not  accept  all  that  the  Royal  Commission  said  about 
the  interpretation  and  application  of  its  general  principle  in  particular  cases  or 
circumstances,  and  they  therefore  entered  the  following  reservations :- 

(i)  The  Report  recognised  that  it  was  not  possible  to  make  satisfactory 
work  comparisons  for  all  grades  in  all  classes.  In  the  Staff  Side’s 
view,  therefore,  a comparison  could  only  be  fair  where  there  was  a 
reasonably  wide  field  in  which  to  operate. 

(ii)  It  would  be  almost  impossible  to  find  absolute  parity  of  conditions 
outside,  therefore  the  field  of  comparison  must  be  flexible,  not  rigid. 

(iii)  The  Staff  Side  did  not  accept  the  Royal  Commission’s  view  that  the 
absence  of  well-organised  outside  Trade  Unions  must  not  be  taken 
into  account.  The  Royal  Commission  had  based  this  view  on  the  fact 
that  it  would  be  “ unfair  to  the  outside  counterpart  who  as  a taxpayer 
has  to  bear  a proportion  of  the  cost  of  the  civil  servant’s  salary  ”.  In 
the  Staff  Side’s  opinion,  it  would  be  equally  unfair  to  the  civil  servant 
to  reflect  inadequate  outside  pay  in  his. 

(iv)  In  cases  where  the  State  was  the  largest  single  employer,  it  was  the 
Staff  Side’s  view  that  outside  comparison  could  only  form  a small 
part  of  the  assessment  of  pay,  and  the  Government  must  set  a 
standard.  This  had  been  done  in  the  case  of  medical  and  dental 
practitioners. 

(v)  Where  the  Government  was  the  sole  employer,  and  there  were  no 
outside  comparisons,  then  the  Government  must  set  a standard  of 
pay  which  was  sufficient  to  attract  recruits.  It  has  a special  responsi- 
bility in  this  respect. 

(vi)  In  some  cases  where  there  were  outside  comparisons,  the  pay  might 
be  too  low,  and  the  Government  should  set  a higher  standard  to 
prevent  the  standard  of  the  Civil  Service  generally  from  falling.  It 
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was  not  simply  a matter  of  fixing  basic  pay:  it  was  necessary  to 
recruit  the  people  who  in  later  years  would  fill  the  higher  managerial 
posts  This  led  the  Staff  Side  to  reject  the  Royal  Commission’s  view 
that  it  would  be  wrong  for  Civil  Service  pay  to  give  a lead;  in  their 
view  in  some  cases  it  might  be  necessary  to  lead.  The  Civil  Service 
had  a special  responsibility  to  the  public  and  had  to  account  for  its 
actions  in  a way  not  required  by  private  industry.  It  demanded  a 
high  standard  of  integrity,  and  it  would  be  wrong  for  it  to  be  tied 
to  outside  comparisons  irrespective  of  the  standards  which  it  required 
itself. 

(vii)  Internal  relativities:  the  Staff  Side  view  was  that  in  some  cases  fair 
comparison  would  have  to  be  supplemented  by  reference  to  internal 
relativities,  and  in  others  internal  relativities  would  be  the  governing 
factor  as  outside  comparisons  would  not  exist. 

The  Official  Side  commented  as  follows  on  the  above  reservations : 

(i)  xhe  Official  Side  recognised  that  it  would  not  be  possible  to  make 
outside  comparisons  for  all  grades  and  all  classes.  The  real  question 
was  first  to  establish  whether  outside  comparisons  were  possible. 

(ii)  They  recognised  that  the  system  of  comparison  must  not  be  rigid. 
It  might  often  prove  impossible  to  make  exact  comparisons  on 
conditions  or  on  work,  but  this  did  not  invalidate  the  project. 

(iii)  It  would  be  difficult  for  the  Official  Side  to  accept  the  Staff  Side’s 
view  on  the  effect  of  the  absence  of  Trade  Union  organisation  outside, 
since  the  Royal  Commission  had  been  specific  on  the  point.  They 
could  not  seek  to  debar  the  Staff  Side  from  arguing  that  it  was 
unreasonable  to  make  a comparison  with  an  outside  class  because 
“ sweated  ” rates  were  paid,  but  the  Official  Side  would  be  obliged 
to  look  at  such  an  argument  with  regard  to  what  the  Royal  Com- 
mission had  said. 

(iv)  & In  the  Official  Side’s  view  the  points  merged  into  each  other.  Where 

(v)  there  were  no  sensible  outside  comparisons,  they  would  agree  that  it 
was  right  that  a fair  rate  should  be  determined  by  other  considera- 
tions. 

(vi)  The  Official  Side  thought  there  was  much  merit  in  the  Royal  Com- 
mission’s view  that  the  Government  should  not  take  the  lead,  but 
they  were  prepared  to  say  that  there  might  be  cases  where  internal 
relativities  would  assume  greater  importance  because  of  considera- 
tions of  standards  and  of  the  fact  that  recruitment  was  also  to  attract 
people  who  would  subsequently  fill  higher  posts. 

(vii)  The  Official  Side  would  be  disposed  to  agree  that  internal  relativities 
should  supplement  external  comparisons,  but  the  extent  would  vary 
enormously  from  case  to  case.  There  was  nothing  at  issue  between 
the  two  sides  on  this  point. 

4.  Both  sides  agreed  that  the  principle  of  “ fair  comparison  ” was  not  to  be 
interpreted  in  a rigid  and  inflexible  manner  but  as  a broad  guide  in  Mg™1' 
tions.  It  was,  of  course,  of  first  importance  that  the  facts  on  which  lair 
comparisons  ” were  to  be  made  should  be  obtained  as  widely  as  possible  trom 
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both  the  public  and  the  private  sectors  of  employment  and 
sectors,  from  good  employers. 


within 


171 

those 


5.  The  Council  trusted  that  the  adoption  and  promulgation  of  new  princi- 
ples would  not  only  satisfy  public  opinion  about  the  fairness  of  the  CM 
Service  system  of  pay  regulation  but  also  assist  in  the  settlement  of  claims 
and  reduce  considerably  the  extent  to  which  at  present  recourse  was  had  to 
arbitration.  au  lu 


6 Both  sides  of  the  Council  recognised  that  without  a genuine  desire  to 
reach  a reasonable  settlement  of  pay  issues  by  negotiation  any  principles  of 
pay,  however  acceptable  m theory,  could  not  achieve  their  aim. 

7.  Both  sides  agreed  that  it  was  essential  that  the  fact-finding  machinery 
which  was  an  indispensable  adjunct  to  the  principle  of  “ fair  comparison" 
should  have  the  confidence  of  the  negotiating  parties. 


8.  The  function  of  the  fact-finding  unit  would  be  strictly  limited  to  the 
ascertainment  and  objective  presentation  of  the  facts.  When  it  had  established 
the  facts  in  any  comparison,  it  would  then  be  open  to  the  negotiating  parties 
to  consider  how  far,  if  at  all,  it  was  right  to  take  account  of  that  particular 
comparison  in  settling  the  pay  of  the  Civil  Service  grade  in  question. 

9.  It  would  be  the  aim  of  both  Sides  to  proceed  by  agreement  on  all  matters 
relating  to  the  system  of  fact-finding  and,  given  that  condition,  the  right  spirit 
would  be  created  for  negotiations  which  took  place  with  the  help  of  this  new 
machinery. 


10.  Both  Sides  therefore  agreed  as  follows  to  the  setting  up  of  a fact-finding 
organisation  under  conditions  which  they  believed  would  ensure  the  confidence 
of  both  Sides  in  its  method  of  operation. 

11.  (a)  A fact-finding  organisation  to  be  called  the  Civil  Service  Pay 
Research  Unit  would  be  set  up  in  accordance  with  the  recommendations  of 
the  Royal  Commission  on  the  Civil  Service  (1953-1955)  (paragraphs  155-177), 

(b)  It  would  be  under  the  general  control  and  direction  of  the  Civil  Service 
National  Whitley  Council.  Control  would  be  exercised  through  a Committee 
composed  of  seven  members  from  each  Side. 

(c)  Day-to-day  control  of  the  unit  would  be  vested  in  a director,  who  would 
be  appointed  by  the  Prime  Minister.  The  director  would  be  responsible  to  the 
Committee  for  carrying  out  the  programme  of  enquiry  and  observing  the 
priorities  laid  down  by  it. 

(d)  The  director  would  be  assisted  by  a staff  as  defined  in  paragraph  14 
below. 


12.  Terms  of  Reference 

(a)  Fact-finding  as  defined  by  the  Royal  Commission,  involved  two 
processes  :- 

(i)  establishing  job  comparability,  due  allowance  being  made  for 
differences  in  grading  structure; 

(ii)  the  discovery  of  the  pay  and  conditions  of  service  that 
attached  to  jobs  regarded  as  comparable. 
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(b)  The  unit  would  undertake  these  two  processes  in  relation  to  grades  or 
classes  referred  to  it  by  the  Committee,  and  within  the  scope  of  the 
National  Whitley  Council.  So  far  as  part  (i)  was  concerned,  the  unit 
would  limit  itself  to  the  description  and  definition  of  the  similarity  or 
difference  in  the  duties  of  the  grades  with  which  comparison  was  being 
made.  The  unit  would  not  attempt  to  evaluate  those  differences. 

So  far  as  part  (ii)  was  concerned,  the  term  “ conditions  of  service  ” 
would  be  interpreted  widely  so  as  to  cover  not  only  such  matters  as 
hours  and  leave  but  also  such  questions  as  superannuation,  luncheon 
vouchers,  assisted  travel,  house  purchase  facilities,  car  allowances 
and  other  additions  to  basic  pay  and  conditions. 

(c)  Fields  of  relevant  comparisons  might  be  suggested  only  by  either  side 
of  the  Committee  or  by  the  director  of  the  unit. 

13.  Reports 

(a)  The  director  would  submit  regularly  to  the  Committee  such  periodical 
reports  (including  an  annual  report  on  the  work  of  the  unit)  as  the 
Committee  might  direct. 

(b)  Additional  reports  would  also  be  provided  at  the  request  of  either  side 
of  the  Committee,  either  in  relation  to  a particular  grade  or  class,  orin 
relation  to  pay  movements  generally. 

(c)  Departments  and  recognised  Civil  Service  staff  organisations  might 
request  the  director  to  supply  ascertained  facts  relating  to  the  grades 
they  cover. 

(d)  The  object  of  the  unit’s  report  would  be  to  provide  full  information. 
Where,  however,  information  was  supplied  to  the  unit  subject  to 
conditions  as  to  disclosure  such  conditions  would,  of  course,  be 
observed,  but  the  unit  would  include  in  its  report  the  fullest  details 
consistent  with  this  requirement.  In  such  cases  explanation  would  be 
given  as  to  the  methods  adopted  in  meeting  the  requirement. 

14.  Staffing 

(a)  The  staff  of  the  unit  would  be  administered  by  the  director,  but  the 
complementing,  grading  and  appointment  of  the  staff  would  be  on 
lines  approved  by  the  Committee. 

(b)  The  unit  would  be  staffed  by  civil  servants  of  appropriate  grades,  who 
would  be  posted  to  it  for  periods  not  normally  shorter  than  three 
years.  These  officers  would  provide  the  central  staff  of  the  unit. 

(c)  The  director  would  have  power,  after  consultation  with  the  Com- 
mittee, to  engage  for  particular  projects  additional  officers  from 
either  within  or  without  the  Civil  Service. 

(d)  The  director  would  have  power,  after  consultation  with  the  Com- 
mittee, to  appoint  assessors  who  would  advise  when  necessary  on  the 
duties  and  responsibilities  with  which  comparisons  are  being  sought. 

(e)  The  administrative  costs  of  the  unit  would  be  borne  by  the  Exchequer. 
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PAY  RESEARCH  PROCEDURE 


appendix  b 


1.  A1  hough  pay  research  procedure  varies  in  detail  depending  upon  the 
circumstances  of  the  grade  under  survey,  the  broad  lines  of  pay  research 
procedure  are  as  follows.  When  tt  has  been  decided  that  a grade  or  dSs 
should  be  included  m the  pay  research  programme  for  a particular  yeL  the 
individual  association  representing  the  grade  or  class  under  survey  and  the 
Department  responsible  for  its  pay  consider  together  the  composition  of  the 
! "L  and  “al  s«veys.  The  intention  of  the  interna"  survey 
is  to  familiarise  the  Pay  Research  Unit  with  the  duties  of  the  grade  or  c ass  to 
be  surveyed.  In  the  external  survey  the  Unit  seeks  analogues  for  the  grade  or 
class  in  a number  of  outside  concerns,  for  the  most  part  by  the  process  of 
first-hand  examination  rather  than  by  correspondence.  If  the  class  beinv 
surveyed  is  a general  service  class  it  is  the  Treasury,  on  behalf  of  the  manage 
ment,  which  discusses  the  internal  and  external  fields  with  the  staff  assodatfon 
concerned  and  then  jointly  with  them  and  the  Unit.  If  the  class  is  a depart" 
mental  class,  the  department  concerned  takes  the  lead  in  these  detafiied 
discussions. 


2.  Guidance  about  the  field  of  selection  for  the  external  survey  was  given  by 
the  Royal  Commission  m paragraphs  145-147.  Paragraph  146  defines  the 
good  employers  with  whom  comparison  should  be  sought.  The  normal 
procedure  is  for  the  agreed  selection  of  outside  concerns  to  be  fisted  under 
various  headings  (e  g.  public  boards;  distributive  trades)  and  the  parties  to 
agree  upon  the  number  of  concerns  to  be  visited  in  each  group.  But  the  final 
C4hr^°fnWl!iCh°f*heSe  outslde  concerns  is  to  be  visited  is  made  by  the  Unit. 

f°r,m  6 '?ternalan£  eternal  surveys  have  been  settled  between 
the  parties,  the  Official  and  Staff  Sides  are  not  further  involved  until  the 
report  is  presented  to  them  by  the  Unit. 


3.  Reports  by  the  Unit  take  the  following  form.  An  introductory  chapter 
comments  on  general  features  of  the  survey,  draws  attention  to  any  special 
problems  which  have  been  encountered,  and  explains  the  methods  by  which 
hese  problems  have  been  dealt  with.  The  remainder  of  the  report  provides 
information  about  each  of  the  outside  firms  that  were  visited,  and  covers  such 
questmns  as  grading,  recruitment,  training,  prospects  and  the  method  of 
ht  !fgTPravand  c?ndltlons  of  service.  The  reports  also  contain  judgments 
y me  Unit  on  which  outside  posts  can  be  regarded  as  comparable  to  the 
f Service  grade  being  surveyed.  Information  about  the  pay  and  conditions 
ot  service  of  the  post  regarded  as  comparable  to  Civil  Service  grades  is  also 


m4'i^rtj  the  deIivery  of  the  rePort  to  the  parties  the  role  of  the  Unit  is 
nc  u ed,  except  to  the  extent  that  either  side,  by  agreement  with  the  other. 


. . * KSJ  UglWVIILUIit  TV  1111  tUU  VlJLtvlj 

may  seek  clarification  of  factual  points.  It  is  then  for  the  Official  and  Staff 
from  +J? See^’  ^ negotiation,  to  derive  appropriate  Civil  Service  rates  of  pay 
Rov  i r in  .m.a^on  in  the  survey,  taking  into  account  (as  enjoined  by  the 
era?  . ^.n^ss^on’s  recommendations)  as  necessary,  relativities  with  other 
es  within  the  Service.  As  part  of  this  process,  the  outside  pay  rates  for 
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iobs  regarded  as  comparable  have  to  be  adjusted  to  take  into  account  quanti- 
fiable factors  like  superannuation  contributions  or  regular  cash  bonuses. 
Rates  so  adjusted  are  called  true  money  rates.  The  right  range  in  which  to 
find  the  Civil  Service  rate  is  then  normally  around  the  median  of  the  true 
rates  (paragraphs  172  and  173  of  the  Report),  though  m arriving  at 
Ae  appropriate  Civil  Service  rate,  some  allowance  may  have  to  be  made  for 
unquantifiable  differences  in  conditions  of  service  If  there  is  failure  to  agree 
on  the  final  Civil  Service  rate,  the  dispute  is  referred  to  the  Civil  Service 
Arbitration  Tribunal. 


: 
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APPENDIX  C 

CIVIL  SERVICE  PAY  AGREEMENT,  1964 

The  Official  and  Staff  Sides  of  the  Civil  Service  National  Whitley  Council 
have  reached  agreement  on  the  following  arrangements  for  the  regulation  of 
the  pay  of  the  non-mdustnal  Ctvil  Serv.ce.  This  Agreement  supplements  the 
National  Whitley  Council  Agreement  of  June,  1956,  and  supersedes  any 
provisions  of  the  Agreement  which  are  inconsistent  with  it.  It  also  supersede* 
entirely  the  National  Whitley  Council  Agreement  of  22nd  Decemter  1960 
on  arrangements  for  reviewing  the  pay  of  the  Civil  Service. 


Period  of  the  Agreement 

2.  Except  as  provided  in  paragraph  7 below,  this  Agreement  enters  into 
force  as  soon  as  it  is  signed  and  will  run  until  31st  December  1966  The 
National  Whitley  Council  will  however  review  the  Agreement  in  1966  for  the 
purpose  of  determining  what  arrangements  for  regulating  Civil  Service  pay 
should  be  made  for  the  period  beginning  1st  January,  1967.  (But  see  para- 
graph  7.)  F 


Scope  of  the  Agreement 

3;,  Agreement  includes  within  its  scope  all  grades  of  the  non-industrial 
Civil  Service  with  the  exception  of  the  following  categories: 

(i)  grades  with  fixed  salaries  or  scales  having  maxima  above  the  maxi- 
mum of  the  grade  of  Principal ; 

(ii)  the  Post  Office  departmental  grades  listed  in  the  Annex; 

(hi)  grades  whose  pay  is  determined  in  relation  to  a single  outside 
analogue,  or  to  a large  number  of  outside  analogues  covered  by  a 
single  pay  agreement,  or  to  the  following  scales,  whether  abated  or 
not  :- 

National  Health  Service 
National  Maritime  Board 
Burnham 
Teviot 

Soulbury;  and 


(iv)  staff  on  individual  fixed  contracts. 


Pay  Research 


i 


4,  With  effect  from  1st  July,  1963,  the  main  classes  and  grades  of  the  non- 
mdustrial  Civil  Service  will  be  surveyed  in  accordance  with  a programme  to  be 
authorised  by  the  Steering  Committee  for  the  Pay  Research  Unit  on  the  basis 
0 a four-year  cycle.  The  intention  will  be  that  no  grade  may  be  surveyed 
more  than  once  in  each  cycle,  and  that  so  far  as  possible  the  phasing  of  the 
survey  of  a particular  grade  will  be  the  same  within  each  cycle.  A pay  research 
year  will  run  from  1st  July  to  30th  June.  The  information  collected  by  the 
ay  Research  Unit  in  any  survey  will  relate  to  outside  pay  at  the  mid-point 
Ust  January)  of  the  appropriate  pay  research  year.  This  will  also  be  the 
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operative  date  for  any  revised  pay  scale  which  results  from  the  negotiations 
following  a survey. 

5.  Exceptionally,  it  will  be  open  to  either  Side  to  propose  the  surveying  of  a 
grade  which  is  not  itself  “ main  ” or  is  not  part  of  a main  class.  It  is  under- 
stood however  by  both  Sides  that  such  a survey  will  be  undertaken  only  if  the 
Pay  Research  Unit’s  workload  permits  and  if  there  are  good  reasons  for  it. 
Any  such  survey  will  be  fitted  into  the  year  of  the  cycle  appropriate  to  the 
grade’s  previous  relativity  or,  where  no  relativity  exists,  to  the  grade  s function. 


Other  Grade  Settlements 

6 Grades  which  it  is  agreed  should  not  be  the  subject  of  a pay  research 
survey  will  have  an  opportunity  for  a pay  review  once  in  the  four  years  of  the 
first  and  succeeding  pay  research  cycles.  Any  proposal  for  such  a review  for 
grades  linked  directly  or  indirectly  for  pay  purposes  to  grades  which  are  the 
subject  of  pay  research  surveys  will  be  presented  during  the  pay  research  year 
of  the  “ parent  ” grade,  or  thereafter  not  later  than  one  month  from  the  date 
of  the  Establishments  Circular  (or  departmental  instruction  where  the  parent 
is  a departmental  grade)  promulgating  the  pay  settlement  deriving  from  the 
pay  research  survey  for  the  parent  grade.  Future  reviews  will  take  place  at  the 
same  time  in  the  pay  research  cycle  as  the  review,  or  opportunity  for  review,  of 
the  parent  grade.  The  operative  date  of  any  settlement  under  this  paragraph 
will  be  1st  January  of  the  year  in  question,  unless  otherwise  agreed  between  the 
parties. 

7.  The  provisions  of  paragraphs  4,  5 and  6 will  not  expire  on  31st  December 
1966,  but  will  be  subject  to  the  review  provided  for  in  paragraph  2. 


Central  Pay  Increases 

8.  Subject  to  the  succeeding  paragraphs  of  this  Agreement  there  will  be 
central  pay  increases  for  the  grades  within  the  scope  of  this  Agreement  as 
follows: 

Per  cent. 


(i)  On  1st  January  1964 

(ii)  On  1st  January  1965 

(iii)  On  1st  January  1966 


3 

31 

31 


9.  The  following  grades  will  not  automatically  be  granted  the  central  pay 
ncrease: 

(i)  grades  in  the  programme  for  pay  research  during  the  year  in  question; 

(ii)  grades  whose  pay  is  directly  or  indirectly  linked  to  grades  in 
category  (i) ; 

(iii)  grades  for  which  a proposal  has  been  made  for  a pay  review  under 
the  provisions  of  paragraph  6 ; 

(iv)  grades  for  which  on  1st  January  of  the  year  in  question  any  other 
claim,  including  those  provided  for  under  paragraph  13,  has  been 
made  and  has  not  been  withdrawn  or  settled. 

Payment  of  the  central  pay  increase  for  categories  (i),  (ii)  and  (iii)  will  however 
be  made  (unless  the  parties  agree  otherwise)  if  by  the  end  of  the  pay  research 
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year  in  question  the  relevant  negotiations  have  not  produced  either  an  agreed 
settlement  or  a decision  to  go  to  arbitration.  In  respect  of  claims  in 
(iv)  a settlement  of  the  claim  will  normally  include  any  element,  if  appropriate 
on  account  of  the  central  pay  increase  for  that  year.  p ’ 

10  On  the  application  of  a central  pay  increase  to  those  in  categories  (i)  ffi) 
and  (111)  of  paragraph  9,  the  resultant  scales  will  be  deemed  to  be  interim  The 
scales  subsequently  derived  from  the  negotiations  will  supersede  them  as 
soon  as  they  are  promulgated,  as  the  substantive  scales  from  1st  Januarv  of 
the  pay  research  year  in  question  (or  another  date  determined  under  the  last 
sentence  of  paragraph  6)  but  where  this  substantive  scale  or  any  part  of  it  is 
lower  than  the  interim  scale,  the  individuals  concerned  will  “mark  time” 
in  accordance  with  normal  procedures.  Exceptionally,  for  this  purpose 

“ mark  t'me  ” ?ay  Wl1,1  not  be  subJect  to  the  overriding  limit  of  the  maximum 
of  the  substantive  scale. 


11.  Grades  in  categories  (i),  (ii)  and  (iii)  of  paragraph  9 will  not  be  granted 
the  central  pay  increase  on  1st  January  of  the  following,  or  any  succeeding 
year  until  the  negotiations  have  produced  an  agreed  settlement  or  an  arbitral 
tion  award. 

12.  If  exceptionally  in  any  year  a grade  receives  a pay  settlement  with  effect 
from  a date  other  than  1st  January  it  will  (unless  otherwise  agreed)  receive 
the  central  pay  increase  for  1st  January  of  the  following  year  on  an  abated 
basis.  The  abatement  will  be  that  proportion  which  the  length  of  time  from 
the  preceding  1st  January  to  the  date  of  settlement  bears  to  twelve  months. 
Other  Claims 

13.  It  is  understood  between  the  two  Sides  that,  during  the  period  of  the 
Agreement,  the  grounds  upon  which  the  pay  of  the  classes  and  grades  within 
its  scope  will  fall  to  be  revised  will  be  satisfactorily  covered  by  the  arrange- 
ments described  in  the  preceding  paragraphs  of  this  Agreement.  It  is  agreed, 
however,  that  there  may  exceptionally  be  occasions  during  the  period  when 
it  is  necessary  to  consider  special  treatment  for  some  classes  and  grades  in 
the  following  circumstances : 

(a)  a reorganisation  resulting  in  a substantial  alteration  in  the  work  of  a 
grade; 

(b)  it  is  clear  that  there  is,  or  is  likely  to  be,  a continuing  and  general 
shortage  of  recruits  which  presents  serious  difficulties; 

(c)  a distortion  of  relativities  in  a hierarchy  or  chain  of  command  other 
than  on  a short-term  basis  to  such  an  extent  as  to  result  in  unaccept- 
able anomalies  in  the  pay  structure; 

(d)  alterations  in  scale  structure; 

( e ) ft  accepted  by  both  Sides  that  there  are  special  circumstances  not 
covered  by  {a)-(d)  above. 


Starting  Pay  on  Promotion 

14.  Provision  shall  be  made  to  implement  the  principle  that,  so  far  as  pos- 
?.  le,  no  promoted  officer  shall  be  placed  artificially  high  or  low  in  relation  to 
ls  juniors  or  seniors  on  his  new  higher  scale  because  the  scale  from  which 
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he  has  been  promoted  and  the  scale  to  which  he  is  promoted  are  temporarily 
out  of  phase  either  on  an  interim  or  substantive  basis.  Examples  of  this 
situation  are:- 

(a)  Where  the  pay  research  surveys  for  the  two  grades  concerned  fall  in 
different  pay  research  years. 

{b)  Where  the  promotion  is  between  a grade  included  in  a central  pay 
increase  and  one  which  is  not. 


Signed  on  behalf 
of  the 
Staff  Side 
R.  A.  Hayward 


Signed  on  behalf 
of  the 

’ Official  Side 
E.  M.  Abbot 


6th  February,  1964 
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ANNEX 

POST  OFFICE  GRADES  EXCEPTED  FROM  THE  AGREEMENT 

Grades  represented  by  the  Union  of  Post  Office  Workers 
Doorkeepers. 

Postmen. 

Motor  Mail  Drivers. 

Postmen  Higher  Grade. 

Telephonists. 

Telegraphists. 

Overseas  Telegraph  Operators  II. 

Overseas  Telegraph  Operators  I. 

Night  and  Sunday  Attendants. 

Caretaker  Operators. 


Grades  represented  by  the  Society  of  Telecommunication  Engineers 
Assistant  Engineer. 

Inspector. 

Technical  Assistants. 


Grades  represented  by  the  Post  Office  Engineering  Union 
Engineering  Grades,  viz. : 

Youth  in  Training. 

Labourer. 

Technician  II  B. 

Technician  II  A. 

Technician  I. 

Technical  Officer. 

Motor  Transport  Grades,  viz. : 

Youth  in  Training. 

Labourer. 

Garage  Assistant. 

Mechanic  B. 

Mechanic  A. 

Senior  Mechanic. 

Mechanic-in-Charge. 

Workshop  Supervisor  III. 

Workshop  Supervisor  II. 

Workshop  Supervisor  I. 

Supplies  Grades,  viz. : 

Watchman. 
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Packer  and  Porter  (M)  and  (F)  (R). 

Patrolman. 

Motor  Driver— Categories  I,  II,  III  and  IV. 

Storeboy  (R). 

Junior  Storekeeper. 

Stores  Assistant  (F). 

Storewoman. 

Assistant  Storekeeper. 

Storekeeper. 

Factories  Grades,  viz. : 

Youth  in  Training. 

Assistant  Telephone  Mechanic  (F). 

Telephone  Mechanic. 

Chief  Stewards,  Petty  Officers  and  Ratings  in  Cable  Ships. 
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SUPERANNUATION 

Numbers  of  permanent  non-industrial  Civil  Servants  voluntarily  retiring  at 
50  or  over,  or  moving  to  other  employment , with  pension  rights  preserved  or 
transferred , 1960-64 

(a)  Voluntary  retirements  at  age  50  or  over,  but  under  minimum  retiring 
age,  with  pension  rights  preserved,  or  paid  on  compassionate  grounds  in  f 
small  minority  of  cases : 6 m d 


* The  staff  groups  are: 

1.  Home  administrative. 

2.  Diplomatic  Service  administrative. 

3.  General  executive. 

4.  Departmental  executive. 

5.  General  clerical. 

6.  Departmental  clerical. 

7.  Clerical  assistant. 

8.  Typing. 

9.  Inspectorate. 

10.  Messengerial. 

11.  Post  Office  manipulatives. 

12.  Professional,  scientific  and  technical  I. 

13.  Scientific  and  technical  II. 

14.  Ancillary  technical. 

Separate  figures  for  men  and  women  are  given  throughout  the  tables  in  this  Appendix. 
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(b)  Movements  out  with  pension  rights  transferred: 


Totals  ... 
Per  cent,  all 
cessations 


287 

1*7 


(c)  Movements  out  on  approved  employment  with  pension  rights  pre- 
served: 


Staff  Group 

7 961 

1 962 

M 

W 

M 

W 

1 

12 

— 

11 

— 

2 

3 

38 

4 

23 

6 

3 

43 

4 

18 

19 

16 

23 

29 

j 

6 

9 

4 

8 

12 

1 

10  

11  

12  

13  

14  

2 

67 

3 

30 

6 

37 

9 

48 

50 

14 

~6 

13 

41 

20 

3 

2 

Totals  

309 

121 

282 

115 

Per  cent,  all 
cessations  ... 

1-6 

0-9 

1*4 

08 

, , , ...fr  .roups  arc  not  available  for  1960,  when  676  men  and  334 


(d)  In  this  period  the  number  of  age  retirements,  all  other  cessations  and 
total  cessations  for  all  staff  groups  combined  were: 


1960 

1961 

19 

62 

79 

63 

\T 

M 

W 

M 

W 

M 

W 

M 

(d)  Total  age 
retirements  . . . 

(e)  All  other 
cessations 

Total  cessations 

All  S.Gs. 
All  S.Gs. 
All  S.Gs. 

10,170 

10,720 

2,220 

9,910 

9,120 

9,860 

2,370 

10,740 

8,950 

10,290 

2,630 

10,920 

9,350 

11,540 

2,550 

11,750 

21,770 

12,660 

19,740 

13,650 

20,030 

14,190 

21,620 

14,770 

1964 

7- 

65 

1 

66 

M 

W 

M 

W 

M 

2,507 

14,487 

(d)  Total  age  retirements 

(e)  All  other  cessations  

Total  cessations  

All  S.Gs. 
All  S.Gs. 

All  S.Gs. 

9,000 

14,420 

2,510 

13,420 

8,372 

16,298 

2,432 

13,494 

15,445 

24,520 

16,610 

24,670 

15,926 

22,936 

16,994 
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APPENDIX  E 


departmental  variants  and  related  classes  of  thf 
WORKS  GROUP  OF  PROFESSIONAL  CLASSES 


The  main  classes  are  (numbers  of  staff  at  1.4.67  in  brackets)- 
Engineers,  Ministry  of  Defence  (Navy)  (Royal  Naval  Engineering  Service) 


Engineers,  Ministry  of  Defence  (Army)  (732). 

Engineers  (Ministry  of  Technology)  (1021,  including  Industrial  Chemists). 
Engineers,  Post  Office  (2,362). 

Housing  and  Planning  Inspectors,  Ministry  of  Housing  and  Local 
Government  (164). 

Industrial  Chemists,  Ministry  of  Defence  (Army)  (124). 

Valuers,  Inland  Revenue  (2,418). 

Signals  Officers,  Board  of  Trade  (161). 
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APPENDIX  F 

NUMBERS  OF  STAFF  IN  POST  (EXCLUDING  POST  OFFICE) 

IN  GENERAL  SERVICE  AND  LINKED  DEPARTMENTAL  CLASSES 
INCLUDED  IN  PART  II 

Staff  in  Post  at  1st  April,  1967 


Permanent  Temporary 

Total 

Professional  Accountant  Class 
Director 

6 

6 

Assistant  director  

19 

— 

19 

Chief  accountant  

74 

2 

76 

Senior  accountant  

...  135 

49 

184 

Accountant  

11 

13 

24 

245 

64 

309 

Actuaries  Class 

Senior  posts  

2 

2 

Principal  actuary  

4 

— 

4 

Actuary  

11 

— 

11 

Assistant  actuary  

7 

1 

8 

Actuarial  assistant  (unqualified) 

7 

— 

7 

31 

1 

32 

Administrative  Class 

Joint  Permanent  Secretary  to  the  Treas- 
ury and  Secretary  to  the  Cabinet 

3 

3 

Permanent  secretary  

18 

— 

18 

Second  permanent  secretary 

7 

— 

7 

Deputy  secretary  

70 

— 

70 

Under  secretary 

256 

2 

258 

Assistant  secretary  

769 

4 

773 

Principal  

947 

65 

1,012 

Assistant  principal  

250 

3 

253 

2,320 

74 

2,394 

General  Service  Class  of  Cleaners 

459 

4,731 

5,190 

Clerical  Assistant  Class  

25,937 

37,561 

63,498 
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General  Clerical  Class 
Higher  clerical  officer 
Clerical  officer  ... 


Architectural  and  Engineering 
Draughtsmen  Classes 
Chief  draughtsman 
Senior  draughtsman 
Leading  draughtsman  . . . 

Draughtsman  

Drawing  office  assistant 


--O'  —1 xsr  MUgllld/nu 

and  Surveyor  Classes 
Chief  draughtsman/surveyor  ... 
Draughtsman/surveyor  (senior  grade) 
Draughtsman/surveyor  (higher  grade) 

Draughtsman/surveyor 

Cartographic  assistant  


Duplicator  Operating  Class 

Chief  supervisor 

Supervisor 

Assistant  supervisor 
Duplicator  operator  grade  I 
Duplicator  operator  grade  II 


Economist  Class 

Top  posts 

Senior  economic  adviser. 
Economic  adviser 
Economic  assistant 


Permanent  Temporary  Total 


308 

...  62,450 

2 

11,338 

310 

73,788 

62,758 

11,340 

74,098 

167 

1 

168 

...  1,058 

20 

1,078 

...  2,247 

277 

2,524 

...  1,712 

1,677 

3,389 

264 

206 

470 

5,448 

2,181 

7,629 

n 

70 

_ 

70 

267 

2 

269 

1,145 

21 

1,166 

...  2,156 

358 

2,514 

85 

81 

166 

3,723 

462 

4,185 

10 

10 

40 

2 

42 

103 

4 

107 

742 

310 

1,052 

145 

253 

298 

1,040 

569 

1,609 

6 

9 

15 

11 

5 

16 

8 

33 

41 

7 

26 

33 

32 

73 

105 
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Permanent  Temporary  Total 

General  Executive  Class 


Head  of  major  executive  establishment 

33 

— 

33 

Principal  executive  officer  

108 

— 

108 

Senior  chief  executive  officer  

286 

— 

286 

Chief  executive  officer  

1,166 

4 

1,170 

Senior  executive  officer 

3,265 

15 

3,280 

Higher  executive  officer 

11,343 

58 

11,401 

Executive  officer  

28,714 

173 

28,887 

44,915 

250 

45,165 

Experimental  Officer  Class 

Chief  experimental  officer 

230 

3 

233 

Senior  experimental  officer  

1,645 

40 

1,685 

Experimental  officer  

3,466 

517 

3,983 

Assistant  experimental  officer 

1,027 

543 

1,570 

6,369 

1,103 

7,471 

Illustrators 

Chief  illustrator 

9 

— 

9 

Senior  illustrator  

52 

— 

52 

Leading  illustrator  

138 

2 

140 

Illustrator  

169 

147 

316 

Assistant  illustrator  

4 

21 

25 

372 

170 

542 

Information  Officers 

Above  C.I.O 

2 

1 

3 

C.I.O.  (A)  

26 

1 

27 

C.I.O.  (B)  

22 

1 

23 

P.I.O 

78 

8 

86 

S.I.O 

194 

31 

225 

1.0 

280 

175 

455 

A.I.O 

126 

171 

297 

728 

389 

1,117 

Instructional  Officers 

Grade  A 

18 



18 

Grade  B 

5 

3 

8 

Grade  I 

189 

27 

216 

Grade  II 

11 

11 

Grade  III 

1,318 

991 

2,309 

Grade  IV 

61 

32 

93 

Grade  V 

341 

239 

580 

1,943 

1,292 

3,235 
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Legal  Class 

Top  posts 

Higher  directing  staff 
Principal  assistant  solicitor 
Assistant  solicitor 
Senior  legal  assistant 
Legal  assistant  


Librarian  Class 
Grade  I ... 
Grade  II  ... 
Grade  III 
Grade  IV 


Machine  Operator  Class 
Senior  machine  operator 
Machine  operator 
Machine  assistant 


Medical  Officer 
Chief  medical  officer 
Deputy  chief  medical  officer 
Senior  principal  medical  officer 
Principal  medical  officer 
Senior  medical  officer  ... 
Medical  officer  


} 


Office  Keeper,  Paperkeeper  and 
Messengerial  Classes 
Office  keeper  grade  I 
Office  keeper  grade  II 
Principal  paperkeeper  . . . 
Office  keeper  grade  III 
Chief  paperkeeper 
Senior  paperkeeper 
Senior  messenger 
Paperkeeper  ... 

Messenger 


Permanent  Temporary  Total 


1 

20 

27 

141 

343 

124 


— 1 

— 20 

— 27 

1 142 

18  361 

59  183 


656 

78 

734 

6 

6 

22 

— 

22 

62 

2 

64 

55 

37 

92 

145 

39 

184 

573 

119 

692 

. 1,288 

1,296 

2,584 

722 

1,802 

2,524 

2,587 

3,222 

5,809 

16 

2 

18 

38 

1 

39 

103 

1 

104 

362 

99 

461 

519 

103 

622 

30 

— 

30 

60 

— 

60 

29 

— 

29 

90 

— 

90 

45 

— 

45 

498 

17 

515 

1,103 

30 

1,133 

1,812 

573 

2,385 

2,786 

2,721 

5,507 

6,453 

3,341 

9,794 
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Personal  Secretary  Class 


Senior  Personal  Secretary 
Personal  Secretary 


} 


Introductory  Factual  Memorandum 
Permanent  Temporary  Total 

. 2,433  636  3,069 


Photographer  Class 


Superintending  chief  photographer 

2 

— 

2 

Chief  photographer  

20 

1 

21 

Principal  photographer 

121 

— 

121 

Senior  photographer  

286 

29 

315 

Photographer  

98 

125 

223 

Assistant  photographer  

4 

68 

72 

531  223  754 


Photoprinter  Class 


Printing  office  manager 

11 

1 

12 

Chief  photoprinter  

41 

— • 

41 

Assistant  chief  photoprinter 

100 

3 

103 

Photoprinter  grade  I 

620 

170 

790 

Photoprinter  grade  II  \ 

and  singleton  photoprinters  J 

295 

543 

838 

1,067  717  1,784 


Process  and  General  Supervisory  Grades 
Grade  I ' 

Grade  II 
Grade  III  > 

Grade  IV 
Grade  V 


728  483  1,211 


Psychologist  Class 


Senior  principal  psychologist  . . . 

5 

— 

5 

Principal  psychologist  

29 

— 

29 

Senior  psychologist  

27 

2 

29 

Psychologist  

32 

19 

51 

93 

21 

114 

Radio  Technician  Class 

853 

899 

1,752 
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Reproduction  A & B Classes 

Grade  A I 

Grade  A II  

Grade  A III  

Grade  A IV  

Grade  A V 


Grade  B I 
Grade  B II 
Grade  B III 
Grade  B IV 


Research  Officer  Class 


Senior  research  officer  ... 

Research  officer 

Assistant  research  officer 


Scientific  Assistant  Class 
Senior  scientific  assistant 
Scientific  assistant 


Scientific  Officer  Class 

Posts  above  chief  scientific  officer 
Chief  scientific  officer 
Deputy  chief  scientific  officer  . . . 
Senior  principal  scientific  officer 
Principal  scientific  officer 

Senior  scientific  officer 

Scientific  officer 


Statistician  Class 
Higher  directing  staff  ... 

Chief  statistician 

Statistician 
Assistant  statistician 


Permanent  Temporary  Total 


13 

30 

113 

100 

33 

6 

15 

43 

13 

30 

119 

115 

76 

289 

64 

353 

6 

_ 

6 

39 

12 

51 

63 

20 

83 

36 

26 

62 

144 

58 

202 

66 

10 

76 

71 

26 

97 

61 

34 

95 

198 

70 

268 

..  1,064 

86 

1,150 

..  1,670 

2,750 

4,420 

2,734 

2,836 

5,570 

24 

1 

25 

55 

2 

57 

157 

5 

162 

540 

16 

556 

1,443 

114 

1,557 

819 

259 

1,078 

226 

326 

552 

3,264 

723 

3,987 

10 

2 

12 

37 

— 

37 

77 

24 

101 

19 

13 

32 

143 

39 

182 
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Stores  Supervisory 
Grade  I 
Grade  II 
Grade  III  ► 

Grade  IV 
Grade  V 

Technical  Works,  Engineering  and 
Allied  Classes 

Above  Grade  A 

Grade  A 

Grade  B 

Grade  I 

Grade  II 

Grade  III 

Grade  IV 


Telecommunications  Technical  Grades 

Grade  A 

Grade  B 

Grade  I 

Grade  II 

Grade  III  


Telephonists 
Telephonists  \ 

Supervisors  f 

Teleprinter  Operators 

Superintendents 

Specialist  teleprinter  operator 
Teleprinter  operator 


Tracers 
Head  tracer 
Leading  tracer 

Tracer  

Learner  tracer 


Introductory  Factual  Memorandum 
Permanent  Temporary  Total 


1,650 

533 

2,183 

46 

46 

486 

23 

509 

873 

65 

938 

4,004 

564 

4,568 

5,124 

2,323 

7,447 

3,662 

4,341 

8,003 

53 

65 

118 

14,248 

7,381 

21,629 

2 

— 

2 

32 

— 

32 

193 

12 

205 

298 

17 

315 

571 

63 

634 

1,096 

92 

1,188 

. 1,210 

1,119 

2,329 

42 

42 

352 

496 

848 

28 

58 

86 

422 

554 

976 

6 

— 

6 

54 

9 

. 63 

93 

359 

452 

— 

73 

73 

153 

441 

594 

- 
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Typing  Class 

Permanent 

Temporary  Total 

Controller  of  typists  "1 

Chief  superintendent  of  typists 
Superintendent  of  typists 
Supervisor  J 

Shorthand  typists') 

[■  870 

65 

935 

Grade  I 9 

Grade  II  J 

■■■  2,824 

4,002 

6,826 

Audiotypist 
Typist  ~| 

684 

1,303 

1,987 

Grade  I l 
Grade  II J 

...  2,754 

11,564 

14,318 

7,132 

16,934 

24,066 

Veterinary  Officer  Class 


Higher  staff  

Regional  veterinary  officer 
Deputy  regional  veterinary  officer 
Divisional  veterinary  officer 
Veterinary  officer  grade  I / 

grade  11/  — 


tt  — n 

102  _ i02 

261  3 264 


399  3 402 


The  Works  Group  of  Professional  Classes 
Departmental  Variants  and  related  Classes 


Top  posts 

Directing  grades 
Superintending  grade 
Senior  grade 
Main  grade 
Basic  grade 


...  26 

216 

873 

2,136 

...  4,128 

1,867 


1 

27 

3 

219 

4 

877 

34 

2,170 

400 

4,528 

674 

2,541 

9,246  1,116  10,362 
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INTRODUCTION 

Tins  note  consists  of  a general  section  and  tiiraa  , 

intake  to,  losses  from,  and  age  structut^.ror^^^^ 

I SrSSts  t^rzrd  “■**  * -m 

(Tables  1 toll).  g PS’  emPloyment  status,  sex  etc. 

II  New  entrants  and  appointments  to  certain  grades  in  1966  (Tables  12  to 

III  Losses  of  staff  in  1966  (Tables  17  to  27). 

IV  Number  in  post  and  age  distribution  of  staff  of  grades  in  certain  eiao 

and  average  age  on  promotion  (Tables  28  to  3S).  1 

£? Omi™  non-industrial  .Bltin  ,h, 

tiKSS." Art  1,67  b“ b"  i~ 
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NOTES  AND  DEFINITIONS 

1.  Civil  Servants  may  be  defined  as  rivil 
the  United  Kingdom  for  service  either  at  hon^eTorers016  en8agedin 
each  year  wholly  and  directly  by  Parliament  Locallv  Wh°Sl 3 ™ is  voted 

and  the  employees  of  grant-aided  bodies  are  thus  Staff  overseas 

of  the  Forestry  Commission  and  two  smaller  LtS^'  i*owever> tIle  staff 
excluded  until  1st  April,  1965  and  thereafter  PostOffi^  aatijor,tles  were  not 
all  tables  unless  otherwise  stated.  ' St  °ffice  staff  are  included  in 

and  toablMedlry  * “ eStab,ished>  P^anently  unestablished 

except  wlfere  the  figwes  relate  solely" t^part^mTstLr^d^  3S  °ne'haif’ 

y lo  Part  ume  staff)  and  casual  staff. 

4.  Non-industrial/ Industrial  Staff.  Industrial  staff  „ . , 

workers  below  the  grade  of  foreman  employed  n factories  dock  ^ manUai 
shops,  depots,  ports,  stores,  etc.  Non-industrial  staff  ,,  kyards’  work- 
'w“‘ rW„w  „ „a„ 


Group 

Group 

Group 

Group 


Group  5 


Group 

Group 

Group 


Group  9 
Group  10 

Group  11 
Group  12 


Group  13 


General  Administrative 

",d“ ' ,o  10 

Departmental  Clerical 
Clerical  Assistant 

KSSSSSo® PersonaI  Secretary  on  the  Ist  J J™™y’ 

Inspectors  (e.g.  of  Factories,  Mines,  Schools,  etc.) 

Dfp«tme7alPolteeSSTerS PaPerkeePers>  Porters,  Cleaners, 
industry  Slmi'ar  gfadeS’  exceP‘ where  graded  aa 

Post  Office  Supervisory  and  Manipulative  Staff 
Professional,  Scientific  and  Technical  Staff  1.  (e.e.  Accountants 
egal  and  Medical  Staff,  Engineers,  Surveyors  Statisticians’ 

saar*"*  “ °*»  - 

Standard afd  T??niCal  Staff  2-  (Specialist  classes  for  which 
12  e ! D ° quf  fiCat,°n  are  less  exacti"S  than  those  in  Group 
tific  AtrUg^raen’  Llbranans>  Experimental  Officers,  Scien- 
tific Assistants,  Nursing  Staff  and  various  Departmental  classes) 
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Minor  Technical,  Miscellaneous  Supervisory  and  Manipulative 
Grade  in  departments  other  than  the  Post  Office  (e.g.  Drawing 
Office  Assistants,  Canteen  Managers,  Duplicator  and  Machine 
Operators,  Photographers,  Photoprinters,  Process  and  General 
Supervisory  Grades,  Telephonists,  Teleprinter  Operators, 
Tracers,  Wireless  Operators  and  various  Departmental  Classes.) 
Post  Office  Cable  Ship  and  Minor  Engineering  Grades  (until  1st 
April  1965  this  group  was  classified  as  industrial) 


6. 


Regions1  are  defined  as  follows 

Northern  Cumberland,  Durham,  Northumberland,  Westmorland 

and  the  North  Riding  of  Yorkshire 

Yorkshire  and  The  East  Riding  and  West  Riding  of  Yorskhire,  the  City 
Humberside  of  York  and  Lincolnshire  (Parts  of  Lindsey). 


East  Midlands  Derbyshire  (except  the  High  Peak  District,  which  is 
included  in  the  North  Western  Region),  Leicestershire, 
Lincolnshire  (Parts  of  Holland  and  Parts  of  Kesteven  and 
the  City  of  Lincoln),  Northamptonshire,  Nottinghamshire 
and  Rutland. 


East  Anglia 
South  Eastern 


Inner  London 
Outer  London 
South  Western 


Cambridgeshire,  Huntingdonshire,  the  Soke  of  Peter- 
borough, Norfolk  and  Suffolk. 

Bedfordshire,  Hertfordshire,  Essex,  Berkshire,  Bucking- 
hamshire, Oxfordshire,  London  (Greater  London  Council 
Area),  Kent,  Surrey,  Sussex,  Hampshire  (including  Isle  of 
Wight)  and  the  Borough  of  Poole. 

Area  within  a 4-mile  radius  of  King  Charles’  Statue  at 
Charing  Cross. 

Area  outside  Inner  London  but  within  a 16  mile  radius  of 
King  Charles’  Statue  at  Charing  Cross. 

Cornwall  (including  the  Isles  of  Stilly),  Devonshire, 
Dorset  (excluding  the  Borough  of  Poole),  Gloucestershire, 
Somerset  and  Wiltshire. 


Wales  and  Mon.  The  whole  of  Wales  and  Monmouthshire. 

West  Midlands  Hertfordshire,  Shropshire,  Staffordshire,  Warwickshire 
and  Worcestershire. 

North  Western  Cheshire,  Lancashire  and  the  High  Peak  District  of 
Derbyshire  (i.e.  the  Boroughs  of  Buxton  and  Glossop, 
the  urban  district  of  New  Mills  and  Whaley  Bridge  and  the 
rural  district  of  Chapel-en-le-Frith). 


Scotland  The  whole  of  Scotland. 


Northern  The  whole  of  Northern  Ireland. 

Ireland 

Elsewhere  Areas  outside  the  United  Kingdom  but  included  as 
“Elsewhere”  are  certain  Meteorological  Office  staff  who 
are  deemed  itinerant. 


English  Economic  Planning  Regions,  Wales,  Scotland,  Northern  Ireland  and  elsewhere. 
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Table  1 


1939 

1950 

1955 

1960 

1962 

1964 

1965 

1966 

1967 

1968 
(1st  Jan.; 


’000 

163-6 

434-9 

385-6 

379-7 

394-2 

413-7 

419-5 

430-3 

454-5 

471-7 


No. 

’ 000 
44-0 
151-4 
122-4 
127-0 
135-5 
144-8 
149-8 
156-4 
170-5 
179-2 


Men 
’000 
33-2 
116-0 
54  -1 
43-0 

45- 0 
47-5 

46- 2 

47- 8 
51-7 
54-8 


Women 
’000 
11-4 
74-3 
44-6 
46-7 
52-4 
58-3 
61  -8 
68-2 
76-6 
81-5 


% all 
women 


Vail 

staff 


Differences  of  definition  at  

are  not  strictly  comparable  througho r^Uho?  ^ figUres  “ Table  1 
puMshed  figures  have  been  made  to  this  end  e f the  p6  ac[Justments 
has  been  excluded  from  1955  onwards  ’ 8‘  * Forestry  Commission 

Part-timers  have  been  counted  as  one-half 

The1  92^000  increase4  hi  ^he  Serviceable  S th  lncreas‘n®  ProP°rtion  of  women, 
been  made  up  of  52,000  womenTnd  000 °f  I958-«> 
number  of  women  is  accounted  for  hv  Two‘thlrds  of  the  rise  in  the 

Clerical  Assistant  Staff  Groups  In  the  slrvT'  the,c!encaI  Officer  and 
temporary  women  has  risen  by  35  000  whit  th  “ 3 W(*ole  the  number  of 
porary  men  than  there  were  in  1960  he  f6  °^y  12’000  more 
nSen  by  28-°°°  “d  of  established  women  by  0™  17,OOOeStabJiShed  " h3S 

Table  2 

Non-Industrial  Civil  Servants  (Excluding  Post  Office)  in  Groups  of 
Apartments  as  at  1st  January,  1968  * 


i menial  U roups 

£datserdSy  a”d  TransP°rt  (includes  Labour) 
^““Departments 

&iS3r:  “d  Works) 

Defence  and  Supply 
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Table  3 

Non-Industrial  Staff— by  Department  employing  1,000  or  more  Staff  1963-1967 


Number 

of  Staff  Emplo 

yed  on: 

Department 

1st  April, 
1963 

1st  April, 
1964 

1st  April, 
1965 

1st  April, 
1966 

1st  April, 
1967 

Agriculture,  Fisheries  and  Food 
Aviation 
British  Museum 
Commonwealth  Relations  Office 
County  Courts 
Customs  and  Excise 
Defence  (Central) 

(Navy)  _ 

Diplomatic  Service 
Education 

Education  and  Science 
Export  Credits  Guarantee 
Foreign  Office 
Forestry  Commission 
General  Register  Office 
Health 
Home  Office 

Housing  and  Local  Government 
Information,  Central  Office  of 
Inland  Revenue 
Labour 

Land  Commission 
Land  Registry 
National  Assistance  Board 
Ordnance  Survey 
Overseas  Development 
Pensions  and  National  Insurance 
Post  Office 
Power  . . 

Prison  Commission 

Public  Building  and  Works 

Scientific  and  Industrial  Research 

Social  Security 

Stationery  Office 

Supreme  Court 

Technical  Co-operation 

Technology 

Trade 

Transport 

Treasury  , . . _ 

Agriculture  and  Fisheries  for 
Scotland 

Scottish  Home  and  Health 
Departments  employing  less  than 
1,000  staff 

14,801 
23,511 
816 
1,494 
4,995 
15,794 
1,050 
25  ,\13 
50,051 
30,415 

3,052 

968 

7,368 

2,726 

1,334 

4,851 

3,898 

2,951 

1,321 

59,752 

22,500 

2,168 

13,072 

3,876 

39,556 

275,634 

1.592 

9,982 

20,041 

5,129 

Mio 

1,776 

1,443 

7,463 

7,466 

1,429 

2,529 

2,545 

10,476 

14,682 

24,257 

906 

1,729 

5,132 

15,805 

2,134 

26,488 

48,374 

32,035 

— (b) 
3.333(b) 
1,055 
7,725 
2,756 
1,179 
5,118 

14,925  (c) 
3,107 
1,380 
58,007 
21,291 

2,451 

13,161 

3,918 

39,215 

275,601 

1,599 

— (c) 
20,313 

5,260 

2,946 

1,807 

1,564 

7,727 

7,623 

1,470 

2,592 

2,884 

10,649 

14,613 

24,606 

1,020 

— (a) 
5,254 

16,149 

2,677 

25,013 

48,525 

31,981 

10.211(a) 

3,814 

1,128 

— (a) 

— (1) 
1,253 
5,410 

15,374 

3,334 

I, 530 
57,693 
20,620 

2,813 
13,878 
3,914 
2,056  (e) 
40,353 
383.807(f) 
1,638 

20,790 

— (h) 

2,988 

1,808 

— (e) 
4.319(h) 
9,491  (1) 
6,612  (i) 
1,549 

2,669 

3,028 

II, 407 

14,721 

24,743 

1,172 

5,321 

16,793 

3,123 

24,848 

48,032 

32,732 

10,567 

4,185 

1,211 

1,279 

5,677 

16,066 

3,796 

1,604 

59,502 

22,147 

3,138 

14,112 

3,982 

2,222 

40,954 

396,775 

1,622 

20,876 

3,057 

1,859 

4,452 

9,598 

7,062 

1,639 

2,785 

3,229 

12,168 

15,280 

— (k) 
1,247 

5,408 

17,576 

3,553 

24,570 

48,537 

33,574 

10,856 

4,669 

1,266 

1,572 

6,074 

17,450 

4,299 

1,478 

62,681 

26,712 

I. 171(d) 
3,510 

47063' “ 

2,340 

— (g) 
406,344 

1,673 

21,586 

60.709(g) 

3,215 

1,863 

22,774  (k) 
17,225  (k) 
7,545 
1,694 

2,918 

3,394 

II, 995 

Total 

688,074 

692,198 

803,325 

827,049 

860,821 

Total,  excluding  Post  Office 

412,440 

416,597 

419,518 

430,274 

454.477 

(a)  The  Foreign  Office,  Commonwealth  Relations  Office,  Trade  Commission  Service  and  attaches  abroad 
were  combined  in  the  Diplomatic  Service  od  1st  January,  1965. 

ib)  The  Ministry  of  Education,  the  Office  of  the  Minister  for  Science  and  University  Grants  Committee  were 
merged  to  form  the  Department  of  Education  and  Science  on  1st  April,  1964. 

(c)  The  Prison  Commission  was  merged  with  the  Home  Office  on  1st  April,  1963. 

(d)  The  Land  Commission  was  set  up  in  April,  1967. 

fel  The  Department  of  Technical  Co-operation  was  absorbed  by  the  Ministry  of  Overseas  Development  m 
October,  1964,  which  also  assumed  certain  functions  from  the  Foreign  Office,  Colonial  Office  and  Common- 
wealth Relations  Office. 

(f)  On  the  1st  April,  1965  certain  Post  Office  industrial  staff  were  re-classified  non-industrial. 

(g)  The  Ministry  of  Social  Security  was  set  up  in  August  ,1966  mainly  to  bring  together  the  existing  depart- 
ments of  the  Ministry  of  Pensions  and  National  Insurance  and  the  National  Assistance  Board. 

(h)  The  Ministry  of  Technology  was  set  up  in  October  1964.  It  assumed  certain  functions  relating  to  atomic 
energy  from  the  Department  of  Education  and  Science  and  part  of  the  functions  of  the  Department  ot  bcienunc 
and  Industrial  Research  which  was  abolished.  Other  ex-D.S.I.R.  functions  went  to  the  Department  of  Educauon 
and  Science  and  the  Ministry  of  Transport. 

(i)  Transfer  of  Shipping  Division  and  other  staff  from  the  Ministry  of  Transport  to  the  Board  of  Trade,  29th 

January,  1965.  , 

(k)  On  31st  March,  1967  the  Ministry  of  Aviation  was  absorbed  partly  by  the  Ministry  of  Technology  ana 
partly  by  the  Board  of  Trade. 

0)  The  Forestry  Commission,  as  a grant-aided  authority  was  excluded  from  Civil  Service  staff  numbers  on 
the  1st  April,  1965. 
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fart  lime 

19 

2,918 

16 

6 

RS 

15 

64 

234 

14 

78 

124 

31 

212 

261 

R57 

767 

3,394 

17 

14 

87 

56 

327 

9.588 

860,821 

454,477 

| Temporary 

Total  Whole 
Time  + §- 

ran  1 ime 

1 

707 

3 

1 

35 

oooopr»j^ 

a\VOT}-  MO, 

S3  " 

11 

62 

2,018 

S 2 
*1 

<a 

,5 

! r i" 

11 

6 

13 

r 

00O\M  Tf 

-s  J 

o 

"i 

3 

13,388 

i“i  i 

Mil 

't 

[ fl 

3 

INI 

- 

00 

o 

1,421 

'e  Time 
I Female 

1 

377 

1 

1 

12 

"H 

1 1 

10 

2 

49 

30 

111 

1 'j^ifncNr-' 

Vd^V 

— 

s s 

c 

69,856 

Whoi 

Male 

253 

2 

~ 5 

"l 

O-a-vot-oo 
— — ^ 

29 

178 

5 

Os 

586 

90.144 

50,955 

Total 

pf 

96 

23 

139 

224 

678 

648 

2,779 

13 

12 

54 

■53 

(S 

7,570 

648.831 

326,265 

Permanent 

Female 

— Os 

" \ 

«-HVO 

40 

3 

68 

82 

222 

cs*o 

o-> 

2,299 

150,486 

93,925 

Male 

17 

1,415 

10 

5 

41 

— 

4 

42 

86 

7 

62 

veo-HfS'O 

381 

2,216 

9 

8 

42 

31 

150 

5,271 

498,345 

232,340 

Department 

Scottish  Departments 

Accountant  of  Court 

Agriculture  and  Fisheries,  Department  of 

Ancient  Monuments  (Scotland)  R.C. 

Court  of  Justiciary 

Court  of  Session 

•S' 

s 

8 11 
w J J3 

^sf! 

g-co 

hoq8 

82-aS« 

§sl|2 

■o 

d 

0 

w 

3 1 

4 i 

5 .o'  5, 

3 2 *>  * 

I'slll 

'■'alls  B 

alpl 

s|l£S 

^ssSa 

d 

i 

V. 

at 

19 

f|  . 

t|4i 

glSfo 

§:uu-s 

o Id  £ 8 

ocotnsn  savings  Committee 
Sheriff  Clerk  Service 

Total  Scottish  Departments 
Total  All  Departments 

8 

S 

o 

0 
ft 

1 
73 
3 
O 

m 

lags! 

5io3z 

dS^S-g 

SdO  g>o 
SZftrtw 

s-s-sa-s 

vB-g-ov 

38888 

OCOCflWW 

H 

Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Table  5 

Non-Industrial  Staff — By  Department  (Employing  1,000  or  More)  1st  April,  1967 — Staff  Groups 


206 


Civil  Service  Manpower  Statistics 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


(a)  Administrative  staff  only. 


Non-Industrial  Staff— By  Departments  Employing  1,000  or  More — (Excluding  Post  Office)  1st  July,  1966 — l ocation 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


208 


Civil  Service  Manpower  Statistics 


Table  7 

Non-Industrial  Staff — By  Staff  Group  1963-1967 


Staff- 

Group 

Number  of  staff  employed  on 

1st  January, 
1963 

1st  January, 
1964 

1st  January, 
1965 

1st  January, 
1966 

1st  January, 
1967 

1 

2,573 

2,632 

2,663 

2,505 

2,667 

2(a) 

761 

776 

799 

1,148 

1,234 

3 

41,238 

43,355 

44,038 

45,320 

48,133 

4 

32,764 

32,480 

33,709 

35,327 

38,287 

5 

87,006 

89,179 

90,143 

90,955 

94,409 

6 

40,989 

41,216 

39,985 

40,415 

41,002 

7 

68,988 

70,879 

70,347 

75,668 

81,831 

8 

27,474 

27,385 

27,323 

27,185 

29,995 

9 

2,722 

2,770 

2,837 

2,857 

2,829 

10 

33,963 

33,902 

34,201 

34,410 

34,950 

11 

217,646 

216,793 

218,430 

222,764 

225,725 

12 

24,729 

24,427 

24,736 

24,819 

25,652 

13 

52,570 

53,481 

54,333 

54,697 

56,142 

14 

49,248 

51,801 

52,532 

52,541 

54,073 

15(4) 

— 

— 

— 

111,284 

115,692 

Total 

682,671 

690,476 

696,076 

821,895 

852,621 

(a)  Administrative  staff  only.  The  increase  at  1st  January,  1966  is  due  to  re-classification 
of  C.R.O.  and  Trade  Commissioner  Service  Staff. 

( b ) Former  Post  Office  Industrial  Grades. 
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18,604 
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8,169  | 

223,667 

Location{a) 

Northern 
Yorks  and 
Humberside 
N.  Midlands 
East  Anglia 
South  Eastern 
Inner  London 
Outer  London 
Remainder  of 
Region 
South  Western 
Wales  and  Mon. 
Midland 
N.  Western 
Scotland 
Northern  Ireland 

Total  1 

Elsewhere  | 

Total 
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SECTION  II.  NEW  ENTRANTS 


The  Tables  in  this  and  succeeding  Sections  (except  Tables  28  and  341  are 
based  on  the  Central  Staff  Record.  They  therefore  coyer  only  p«nt  taff 
Temporary  staff  are  now  being  brought  on  to  the  Central  Staff  Record  but 
comprehensive  figures  are  not  yet  available.  Tables  12  to  14  relate  to  Derma 
nent  entrants  to  the  whole  of  the  non-industrial  Civil  Service  including  ex 
temporary  civil  servants  who  become  established.  ’ 6 


Table  15  shows  by  staff  group  and  age-band  the  numbers  and  distribution  of 
civil  servants  (including  general  service  grades  in  the  Post  Office)  who  were 
established  in  1966  (“new  entrants”).  It  excludes,  however,  not  only  figures 
relating  to  the  Diplomatic  Service  Staff  Group  and  to  the  Post  Office  Minor 
and  Manipulative  Grades,  but  also  the  Typing  and  Inspectoral  Staff  Groups 
The  Typing  staff  group  contains  a majority  of  temporary  staff  and  statistics 
relating  solely  to  permanent  staff  would  be  unrepresentative.  The  Inspectorial 
Group  is  too  small  and  heterogeneous  for  useful  analysis. 

In  some  staff  groups  there  is  provision  for  recruitment  at  all  ages  and  this 
is  reflected  m the  tables.  In  others  the  new  entrants  outside  the  normal  age 
limits  are  accounted  for  by  the  establishment  of  temporaries  (which  for 
these  purposes  is  equivalent  to  entry  to  the  Service).*  Messengers  are  a special 
instance  of  late  recruitment,  over  one-half  being  established  when  over  50. 

These  tables  do  not  show  movement  from  one  staff  group  to  another. 
Thus  both  absolutely  and  as  a percentage  of  existing  permanent  staff,  “ New 
Entrants  to  the  Clerical  Assistant  Group  are  the  most  numerous  and 
expressed  as  a percentage  of  existing  staff  “ New  Entrants  ” are  smallest 
in  the  General  Executive  Class,  because  a high  proportion  of  entrants  to  the 
Class  (56%  in  1966)  are  promotees  from  other  classes  (Table  16). 

* See  note  on  p.  230. 
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Table  12 

Non-Industrial  Staff  (Permanent  Staff  only) 

New  Permanent  Civil  Servants  including  ex-Temporaries 
by  Staff  Group  1962-1966  (a) 

MALE 


Staff  Group 

1962 

1963 

1964 

1965 

1966 (b) 

1 

46 

78 

82 

78 

124 

2(c) 

21 

32 

21 

118 

148 

3 

418 

398 

423 

567 

738 

4 

578 

610 

534 

670 

909 

5 

2,110 

2,518 

2,741 

1,968 

2,290 

6 

1,493 

1,763 

1,227 

1,062 

1,634 

7 

2,575 

2,844 

3,606 

3,534 

2,997 

8 

21 

28 

20 

14 

15 

9 

125 

157 

167 

153 

102 

10 

1,943 

1,968 

2,095 

1,536 

1,278 

11 

12,729 

11,174 

10,537 

10,258 

11,831 

12 

875 

804 

914 

1,023 

1,064 

13 

2,444 

1,816 

2,295 

2,592 

2,112 

14 

2,428 

2,657 

2,618 

2,683 

1,799 

Total 

27,806 

26,847 

27,280 

26,256 

27,041 

FEMALE 


1 

2 

8 

8 

15 

20 

2(c) 

— 

5 

2 

90 

66 

3 

271 

255 

291 

413 

618 

4 

151 

176 

97 

131 

173 

5 

2,232 

2,697 

2,523 

1,995 

3,069 

6 

1,753 

1,770 

739 

1,140 

2,238 

7 

4,035 

4,198 

5,315 

5,820 

5,308 

8 

1,211 

1,084 

934 

992 

964 

9 

23 

19 

31 

17 

20 

10 

243 

315 

298 

333 

614 

11 

6,520 

5,135 

4,566 

4,406 

4,565 

12 

50 

54 

94 

70 

79 

13 

299 

266 

336 

286 

254 

14 

1,498 

1,646 

1,586 

1,843 

1,611 

Total 

18,288 

17,628 

16,819 

17,551 

19,599 

( a ) The  figures  from  1963  to  1966  are  of  notifications  received  by  the  Central  Staff 
Record  during  the  year.  For  1962  the  figures  are  of  occurrences  during  the  year. 

( b ) Excluding  staff  group  15  for  which  comparable  information  is  not  available. 

(c)  The  figures  for  1962,  1963,  and  1964  relate  to  administrative  staff  only. 
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Table  13 

Non-Industrial  Staff  (Permanent  Staff  only) 

New  Permanent  Civil  Servants  including  ex-Temporaries  by  Method  of  Entrv 
1962-19 66(a) 


MALE 


Method  of  entry 

1962 

1963 

1964 

1965 

1966 

Open  Competition 

8,327 

9,144 

9,082 

8,340 

9,419 

1,519 

Limited  Competition 
Nomination:  By  virtue  of 

1,383 

1,134 

1,643 

L886 

previous  temporary  service 

10,353 

10,005 

10,280 

9,240 

8,816 

6,896 

Nomination : otherwise 
Staff  returning  from  approved 
employment,  unpaid  sick 

7,384 

6,109 

5,952 

6;  520 

leave  etc. 

516 

455 

325 

270 

391 

Total 

27,963 

26,847 

27,282 

26,256 

27,041 

FEMALE 


Method  of  entry 

1962 

1963 

1964 

1965 

1966 

Open  Competition 

7,836 

8,173 

7,546 

7,254 

9,332 

Limited  Competition 
Nomination : By  virtue  of 

2,390 

2,296 

2,609 

3,307 

2,622 

previous  temporary  service 

5,274 

4,991 

4,592 

4,975 

4,910 

Nomination:  otherwise 
Staff  returning  from 
approved  employment, 

2,262 

1,810 

1,810 

1,797 

2,369 

unpaid  sick  leave,  etc. 

347 

355 

262 

238 

366 

Total 

18,109 

17,625 

16,819 

17,571 

19,599 

(a)  The  figures  from  1963  to  1966  are  of  notifications  received  by  the  Central  Staff  Record 
during  the  year.  For  1962  the  figures  are  of  occurrences  during  the  year. 
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9,419 

1,519 

8,816 

6,896 
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27,041 

Staff  Group(b) 

153 

1,179 
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131 

1,799 
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1,298 

151 

599 

42 

22 

2,112 
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(a)  Notifications  received  by  the  Central  Staff  Record  during  1966. 

( b ) Excluding  staff  group  15  for  which  comparable  information  is  not  available. 
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Table  16 

Appointments  to  Various  Grades  in  1966 

(established  officers  or  those  becoming  established) 
Percentage  distribution  by  source  (whether  new , ex-temporarv  or 
established  civil  servant)  and  method  of  entry 


Source 

Comi 

petition 

Promotion 

Total 

Assistant  Principal  (actual  nurr 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

Principal  (actual  number  = 17 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

Executive  Officer  (General)  (ac 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

Clerical  Officer  (General)  (actu 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

Scientific  Officer  (actual  numb 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

Senior  Scientific  Officer  (actual 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

Open 
ber  = 89) 
80 

2 

Limited 

1 

6 

Direct  fron 
another 
Class 

11 

From 
within 
the  Class 

80 

1 

19 

82 

7 

11 

— 

100 

0) 

34 

5 

1 

26 

34 

34 

6 

60 

39 

1 

26 

34 

100 

ual  numbe 
24 
6 
9 

= 4,513) 
5 

56 

— 

24 

6 

70 

39 

5 

56 

— 

100 

al  number 
13 
31 
13 

= 10,968) 

4 

6 

33 

13 

35 

52 

57 

10 

33 

— 

100 

ir  = 60) 
8 
67 
25 

- 

- 

- 

8 

67 

25 

100 

— 

- 

— 

100 

number  — 
19 
46 
25 

67) 

4 

6 

19 

46 

35 

90 

- 

4 

6 

100 

Works  Group  Basic  Grade  (act 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

ual  number 
13 
31 
10 

= 62) 

46 

— 

13 

31 

56 

54 

- 

46 

— 

100 

Works  Group  Main  Grade  (act 
New  c.s. 

Ex  temporary  c.s. 
Established  c.s. 

aal  number 
21 
15 
3 

= 270) 

3 

58 

21 

15 

64 

39 

— 

3 

58 

100 

appointments  to  some  grades  above,  “Open  Competition”  includes  a few 
T an<*.  ‘.‘Promotion”  includes  a few  assimilations  and  regradings.  There  are  no 

JSr?  Competitions  for  Scientific  Officer  and  Works  Group  Classes,  but  existing  civil 
servants  are  eligible  for  Open  Competitions. 
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SECTION  III:  LOSSES 

Tables  17-22  show  the  losses  of  permanent  staff  in  1966  analysed  by  staff 
group,  cause  of  leaving,  age  distribution  and  length  of  established  service. 
The  tables  only  include  losses  from  the  Service  and  exclude  movement  by 
promotion  or  transfer  and  to  other  staff  groups.  Expressed  as  a percentage 
of  male  staff  in  post,  losses  are  lowest  in  the  Administrative  and  Executive 
Groups,  rather  greater  in  the  Professional,  Scientific  and  Technical  Groups, 
higher  among  Clerical  Officers  and  highest  amongst  Clerical  Assistants.  It 
will  be  seen  from  Table  21  that  in  the  Executive  and  Clerical  Staff  Groups 
wastage  other  than  at  the  normal  retiring  age,  is  highest  in  the  20-24  age 
band.  It  is  particularly  the  concern  at  the  losses  of  officers  in  their  twenties 
which  has  prompted  the  survey  into  Executive  and  Clerical  Officer  wastage 
which  is  now  being  undertaken. 

It  should  however  be  borne  in  mind  that  the  proportion  of  a group  leaving 
by  normal  age  retirement  is  in  part  a reflection  of  the  age  structure  of  the  class. 
Thus  the  numbers  reaching  the  retiring  age  in  the  Administrative  and 
Executive  Classes  are  at  present  below  the  number  which  would  occur  given 
an  evenly  graduated  age  distribution.  There  was  a sharp  increase  in  retire- 
ments in  the  late  1950s  and  there  will  be  another  from  the  late  1970s  onwards. 

Table  21  emphasises  the  fact  that  retirements  are  not  mainly  of  people 
who  serve  a full  thirty  to  forty  years.  This  is  partly  because  the  Service  was 
expanded  very  greatly  in  World  War  II  and  temporary  staff  were  established 
after  the  war.  In  addition  substantial  numbers  of  people  are  recruited, 
particularly  into  the  Professional  and  Technical  Classes,  after  employment 
elsewhere.  In  most  staff  groups  there  are  also  relatively  heavy  losses  of  people 
in  the  first  five  years  of  service. 

Table  22  shows  the  losses  in  1966  from  the  Scientific  Officer  Class  and  the 
Works  Group,  compared  with  the  Professional,  Scientific  and  Technical  I 
Group  of  which  they  are  part. 

Table  23  shows  the  losses  of  male  Tax  Inspectors  in  1966,  compared  with 
the  Departmental  Executive  Group  as  a whole.  It  should  be  noted  that 
because  of  the  special  interest  in  the  graduate  entry  to  the  Departmental 
Classes  Table  23  and  Table  27  (Ministry  of  Labour  Cadets)  include  not 
only  officers  leaving  the  Service,  but  also  those  moving  to  other  Classes  in 
the  Service. 

Tables  24,  25  and  26  show  losses  from  the  Administrative  Class,  the  Works 
Group  and  the  Scientific  Officer  Class  expressed  as  percentages  of  staff  in 
post  with  the  same  length  of  service. 

Table  27  deals  with  the  small  number  of  Cadets  recruited  into  the  Ministry 
of  Labour’s  Departmental  Class.  It  is  for  convenience  placed  in  this  section 
but  shows  not  only  losses  but  also  the  recruitment  from  1961  to  1966,  together 
with  the  average  age  of  promotion  to  the  next  Grade  (Grade  4 corresponds 
to  H.E.O.).  In  view  of  the  small  numbers  no  percentages  are  given. 
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Table  17 

Non-Industrial  Staff  (Permanent  Staff  only) 
Losses  by  Staff  Group  in  1963  1966(a) 


MALE 


Staff 

Group(b) 

1963 

1964 

1965 

1966 

1 

2(c) 

92 

25 

71 

6 

62 

44 

79 

3 

1,065 

1,018 

1,050 

4 

1,121 

1,037 

886 

5 

2,355 

3,021 

3,156 

6 

1,466 

1,717 

1,779 

7 

1,703 

2,298 

2,402 

1,655 

24 

9 

124 

9 

106 

106 

109 

125 

10 

1,640 

1,627 

1,720 

1,527 

11 

8,762 

10,075 

9,067 

9' 74  6 

12 

705 

762 

983 

819 

13 

1,403 

1,571 

1,952 

1,626 

14 

1,152 

1,200 

1,426 

U02 

Total 

21,619 

24,518 

24,760 

22,936 

FEMALE 


1 

9 

13 

9 

13 

2(c) 

1 

62 

96 

3 

486 

517 

487 

637 

4 

283 

286 

226 

270 

5 

2,738 

3,605 

3,723 

4,055 

6 

1,905 

2,071 

1,876 

1,970 

* 7 

2,237 

2,072 

2,118 

2,710 

8 

963 

1,059 

740 

817 

9 

31 

19 

30 

21 

10 

221 

178 

194 

172 

11 

4,492 

4,564 

4,925 

4,730 

12 

48 

56 

73 

46 

13 

297 

267 

359 

249 

14 

1,054 

1,272 

1,104 

1,206 

Total 

14,765 

16,609 

15,926 

16,994 

(a)  Notifications  received  by  Central  Staff  Record  during  the  year. 

(b)  Excluding  staff  group  15  for  which  comparable  information  is  not  available. 

(c)  The  figure  for  1963  and  1964  relates  to  administrative  staff  only. 
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Table  18 


Non-Industrial  Staff  (Permanent  Staff  only) 
Losses  by  Cause  of  Leaving  in  1963-19 66(a) 

MALE 


Cause  of  Leaving 

1963 

1964 

1965 

1966 

Normal  age  retirements  (mainly  at  age  60 
or  over) 

9,347 

9,003 

8,269 

7.491 

Death  or  ill-health 

(i)  At  age  60  or  over 

1,153 

992 

933 

919 

(ii)  Under  age  60 

2,499 

2,489 

2,538 

2,495 

Voluntary  resignations  under  normal 
retirement  age: 

(i)  Without  pension  rights,  all 
ages.  (6) 

6,775 

9,716 

10,128 

9,895 

(ii)  With  pension  rights,  age  50  or 
over.(c) 

213 

330 

377 

428 

Transfers : 

(i)  To  a Public  Authority 

299 

495 

587 

524 

(ii)  To  approved  employment.^) 

217 

257 

842 

233 

Approved  leave.  (Unpaid,  sick, 
sabbatical  etc.) 

131 

179 

192 

161 

Reversion  to  industrial  grade. (e) 

300 

450 

366 

340 

Other  (including  misconduct,  inefficiency 

685 

607 

528 

450 

Total 

21,619 

24,518 

24,760 

22,936 

(a)  The  figures  for  1965  and  1966  are  of  notifications  received  by  Central  Staff  Record 
during  the  year.  For  the  earlier  years  the  figures  are  of  occurrences  during  the  year. 

(b)  Includes  resignations,  for  age  under  50,  of  officers  with  10  or  more  years  service. 

(c)  Under  S.7  Superannuation  Act  1965.  (Officers  with  10  or  more  years  service). 

(d)  Includes  transfers  to  “fringe  bodies”. 

(e)  Mainly  transfers  of  G.P.O.  employees  to  minor  engineering  grades. 


Non-Industrial  Staff  (Permanent  Staff  only) 
Losses  in  1963-19 66(a)  by  Cause  of  Leaving 

FEMALE 


Cause  of  Leaving 

1963 

1964 

1965 

1966 

Normal  age  of  retirements  (mainly  at  age 
60  or  over) 

2,549 

2,511 

2,500 

2,507 

Death  or  ill-health 

(i)  At  age  60  or  over 

219 

173 

152 

141 

(ii)  Under  age  60 

677 

709 

654 

617 

Voluntary  resignations  under  normal 
retirement  age: 

(i)  Without  pension  rights,  all 
ages.  (6) 

7,570 

9,322 

8,454 

10,223 

(ii)  With  pension  rights,  age  50  or 
over.(c) 

252 

347 

324 

409 

Transfers : 

(i)  To  a Public  Authority 

144 

287 

287 

331 

(ii)  To  approved  employment,  (d) 

75 

43 

223 

84 

Approved  leave.  (Unpaid,  sick, 
sabbatical  etc.) 

54 

55 

52 

59 

Reversion  to  industrial  grade 

9 

9 

5 

7 

Other  (including  misconduct,  inefficiency 
and  redundancy) 

81 

65 

73 

59 

Voluntary  resignations : marriage  as 
stated  cause 

3,135 

3,088 

3,202 

2,557 

Total 

14,765 

16,609 

15,926 

16,994 

(a)  The  figures  for  1965  and  1966  are  of  notifications  received  by  Central  Staff  Record 
during  the  year.  For  the  earlier  years  the  figures  are  of  occurrences  during  the  year. 

( b ) Includes  resignations,  for  age  under  50,  of  officers  with  10  or  more  years  service. 

(c)  Under  S.7  Superannuation  Act  1965.  (Officers  with  10  or  more  years  service). 

(d)  Includes  transfers  to  “fringe  bodies”. 
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1917-26  (4049) 

1907-16  (50-59) 

1906  and  (60  and 
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over 

Works 
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( contained 
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by  cause 
39 
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10 

16 
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Officer 
Class 
( contained 
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column) 
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Professional 
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Technical  I 
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1 

2 S1'’  | 2 | 

100 

Total  Number  Leaving 

Normal  age  retirement 
Death,  111  health  (over  60) 

Death,  111  health  (under  60) 

Voluntary  Resignation  (without  Pension 
rights)  „ . . N 

Voluntary  Resignation  (with  Pension  rights) 
Misconduct,  Inefficiency,  Redundancy 
Approved  Employment  and  Leave 
Reversion  to  Industrial  Grade 
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Table  24 


Losses  from  Administrative  Class  1966  (Men  and  Women) 
by  Length  of  Total  Service,  and  Expressed  also  as  a 
Percentage  of  Staff  in  Post  with  the  Same  Service 


Length  of 
service 
(years) 

Number*  of 
Losses  during 
1966 

Number  of  Staff 
in  post  at 
1st  January,  1967 

Percentage  of 
Losses  to 
Staff  in  Post 

92 

2,483 

3.7 

46 

1,079 

4.2 

15-24 

21 

656 

3.2 

10-14 

5-9 

9 

6 

226 

201 

4.0 

2.9 

4 and  under 

10 

321 

3.1 

* An  analysis  showing  percentages  is  to  be  found  in  Table  21. 


Table  25 


Losses  of  Works  Group  of  Professional  Classes  1966  (Men) 
by  Length  of  Total  Service  and  Expressed  also  as  a 
Percentage  of  Staff  in  Post  with  the  Same  Service 


Length  of  total 
service 
(years) 

Number*  of 
Losses 
during  1966 

Number  of  Staff 
in  post  at 
1st  January , 1967 

Percentage  of 
Losses  to 
Staff  in  Post 

Total 

189 

3,308 

5.7 

90 

1,233 

7.3 

15-24 

38 

953 

4.0 

10-14 

17 

531 

3.2 

5-9 

15 

295 

5.1 

4 and  under 

22 

296 

7.4 

* The  Works  Group  and  the  Scientific  Officer  Class  are  both  included  in  the  Professional 
Scientific  and  Technical  I in  Table  21,  where  the  analysis  is  on  a percentage  basis. 


Table  26 


Losses  from  the  Scientific  Officer  Class  in  1966  by 
Length  of  Total  Service  and  Expressed  also  as  a 
Percentage  of  Staff  in  Post  with  the  Same  Service 


Length  of  total 
service 
(years) 

Number*  of 
Losses  during 
1966 

Number  of  Staff 
in  post  at 
1st  January,  1967 

Percentage  of 
Losses  to 
Staff  in  Post 

Total 

140 

3,245 

4.3 

25  and  over 

73 

941 

7.8 

15-24 

20 

951 

2-1 

10-14 

8 

519 

1-5 

5-9 

23 

425 

5-4 

4 and  under 

16 

409 

3*9 

* See  note  to  Table  25. 
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SECTION  IV:  AGE  DISTRIBUTION  OF  STAFF  AND 
AVERAGE  AGES  ON  PROMOTION 

Tables  28  to  38  show  the  age  distribution  of  staff  by  grade  in  certain  classes, 
the  age  distribution  of  new  entrants*  to  the  classes  by  sex  and  method  of  entry, 
and  the  average  ages  of  promotion  to  each  grade.  For  the  Administrative 
and  Executive  classes  (Tables  29  and  30)  separate  average  ages  of  promotion 
within  the  classes  are  given  for,  respectively,  ex-Assistant  Principal  entrants 
up  to  the  level  of  Under  Secretary,  and  direct  entrants  up  to  C.E.O.  level. 
In  each  case  the  differences  in  the  two  sets  of  average  ages  reflects  the  later 
age  at  which  “ others  ” have  entered  the  classes  by  promotion  or  transfer. 
Tables  31  and  32  give  the  age  distribution  of  staff  by  grade  and  of  new 
entrants  by  method  of  entry  in  the  General  Clerical  and  Clerical  Assistant 
classes  but  not  the  average  ages  on  promotion.  Table  33  gives  the  average 
age  of  promotion  and  seniority  in  grade  for  promotions  in  the  Tax 
Inspectorate,  but  not  the  age  distribution  of  staff  in  post  or  of  new  entrants. 
Tables  34  to  38  show  the  age  distribution  of  staff  by  grade  and  of  new  entrants 
by  method  of  entry  and  the  average  ages  of  promotion  to  each  grade  in  the 
Scientific  Officer,  Experimental  Officer,  Scientific  Assistant,  Works  Group 
and  Technical  Classes. 


* “ New  entrants  ” in  this  Section  are  analysed  as  new  civil  servants,  i.e.  new  permanent 
staff  who  have  not  been  serving  as  temporary  staff,  and  existing  civil  servants  including 
temporary  staff  becoming  established.  The  new  civil  servants  in  this  Section  (Tables  2y(.oJ, 
30(b),  31(b)  and  32(b))  are  therefore  less  than  in  the  corresponding  Staff  Groups  m Tables 
12,  14  and  15  which  include  ex-temporary  civil  servants  who  become  established. 
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Year  of  Birth 

19U1  or  earlier 

1902-06 

1907-11 

1912-16 

1917-21 

1922-26 

1927-31 

1932-36 

1937-41 

1942-46 

1947-51 

1901  or  earlier 

1902-06 

1907-11 

1912-16 

1917-21 

1922-26 

1927-31 

1932-36 

1937-41 

1942-46 

1947-51 
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Total  Numbers 


Table  29(a) 

Administrative  Class 

By  Year  of  Birth,  Grade  and  Sex  (at  1.1.67) 


P.S * 

D.S* 

U.S* 

A. 

S* 

P* 

A.P .* 

Year  of  Birth 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 



— 

— 

— 

— 

— 

1 

- 

1 

- 

- 

— 

1902-1906 

2 

— 

8 

- 

19 

— 

27 

1 

25 

11 

— 

— 

1907-1911 

12 

— 

23 

1 

69 

2 

104 

5 

49 

7 

1 

— 

1912-1916 

12 

— 

32 

1 

108 

4 

165 

10 

91 

16 

— 

— 

1917-1921 

2 

— 

7 

- 

64 

1 

237 

21 

192 

28 

— 

— 

1922-1926 

— 

— 

1 

- 

7 

— 

138 

7 

137 

16 

— 

— 

1927-1931 

— 

— 

- 

- 

- 

— 

57 

2 

213 

13 

— 

— 

1932-1936 

— 

— 

— 

- 

— 

— 

2 

— 

170 

13 

13 

— 

1937-1941 

— 

— 

- 

- 

- 

— 

— 

— 

60 

4 

112 

15 

1942-1946 

— 

— 

- 

- 

— 

— 

— 

— 

1 

' _ 

109 

28 

1947-1951 

— 

— 

— 

- 

- 

— 

— 

~ 

— 

— 

— 

— 

Total 

28 

— 

71 

2 

267 

7 

731 

46 

945 

108 

235 

43 

TOTAL 

28 

7 

3 

274 

111 

1,053 

278 

Total  Male  2,277 
Total  Female  206 


Total 


2,483 


♦ P.S.,  D.S.,  U.S.,  and  A.S.  = Permanent,  Deputy,  Under  and  Assistant  Secretary 
respectively. 

P = Principal. 

A.P.  = Assistant  Principal. 
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By  Year  of  Birth,  Method  of  Entry  and  Sex 
( Notifications  received  during  1966) 


New 

Existing  CM  Servants 

Civil  5 

ervants 

Competition 

Promotion 

Other  Means* 

Birth 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

- 

— 

— 

— 



1902-1906 

— 

— 

1 

- 

— 

— 

1 



1907-1911 

1 

— 

— 

- 

3 

— 

— 

1912-1916 

6 

— 

3 

- 

5 

— 

— 



1917-1921 

17 

1 

7 

- 

6 

2 

4 

1 

1922-1926 

10 

— 

5 

- 

9 

— 

2 

2 

1927-1931 

13 

1 

2 

- 

12 

1 

— 



1932-1936 

10 

— 

2 

- 

14 

— 

1 

1 

1937-1941 

12 

— 

5 

3 

2 

— 

5 

— 

1942-1946 

44 

15 

3 

- 

— 

— 

— 

— 

1947-1951 

— 

— 

- 

- 

T- 

— 

__ 

— 

Total 

113 

17 

28 

3 

51 

3 

13 

4 

TOTAL 

130 

31 

54 

17 

* Assimilation,  Nomination  etc.  Total  Male  205 

Total  Female  27 

Total  232 
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The  average  age  of  existing  civil  servants  transferred  or  promoted  to  Principal  from  other  classes  in  1966  was  39  years. 
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Total  Numbers 


Table  30(a) 

General  Executive  Class 


By  Year  of  Birth , Grade  and  Sex  (at  1.1.67) 


Year  of 
Birth 

H 

E 

M. 

E. 

P.E 

O* 

S.C.1 

:.o.* 

C.E.O* 

S.E.O* 

H.E.O* 

E.O.* 

M 

F 

M 

F 

M 

F 

M 

F 

Af 

F 

M 

F 

M 

1901  or 
earlier 

- 

- 

2 

- 

3 

- 

5 

— 

8 

, 

31 

2 

135 

1902-1906 

5 

— 

5 

— 

12 

— 

53 

1 

138 

10 

375 

32 

936 

1907-1911 

12 

— 

34 

— 

57 

3 

149 

17 

380 

87 

999 

300 

2,524 

871 

1912-1916 

11 

— 

42 

— 

<90 

1 

286 

22 

588 

117 

1,564 

435 

3,492 

1,111 

1917-1921 

4 

— 

35 

1 

141 

3 

612 

26 

1,370 

158 

2,773 

, 699 

4,439 

1922-1926 

1 

~ 

— 

— 

11 

— 

r 115 

4 

515 

42 

2,058 

280 

3,904 

1,048 

1927-1931 

— 

8 

208 

21 

1,093 

102 

1,918 

422 

1932-1936 

1 

— 

25 

1 

544 

41 

1,469 

224 

1937-1941 

— 

— 

— 

— 

— 

- 

1 

- 

189 

25 

1,818 

457 

— 

— 

— 

7 

3 

2,143 

1,359 

1947-1951 

— 

— 

— 

— 

— 

— 

— 

— 

— 

- 

— 

— 

414 

407 

Total 

33 

— 

118 

1 

314 

7 

1,229 

70 

3,233 

437 

9,633 

1,919 

23,192 

7,588 

TOTAL 

33 

119 

321 

1,299 

3,67 

11,5 

52 

30,' 

80 

Total  Female  10,’022 
Total  47,774 

Table  30(b) 


General  Executive  Class 

New  Entrants  to  the  Class 


By  Year  of  Birth,  Method  of  Entry  and  Sex 
(Notifications  received  during  1966) 


Existing  Civil  Servants 

Competition 

Promotion 

Other  Means * 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or  earlier 

1 

— 

1 

- 

1 

— 

1 

1 

1902-1906 

— 

— 

- 

— 

16 

2 

2 

1 

1907-1911 

4 

— 

7 

— 

149 

45 

1 

3 

1912-1916 

1 

— 

14 

1 

344 

83 

18 

3 

1917-1921 

4 

1 

15 

1 

444 

163 

18 

6 

1922-1926 

4 

1 

16 

2 

374 

137 

13 

4 

1927-1931 

1 

1 

17 

1 

222 

74 

7 

2 

1932-1936 

2 

— 

23 

2 

206 

57 

7 

— 

1937-1941 

14 

4 

116 

16 

227 

49 

3 

2 

1942-1946 

277 

223 

284 

134 

23 

5 

7 

6 

1947-1951 

271 

259 

101 

106 

4 

7 

3 

— 

Total 

579 

489 

594 

263 

2,010 

622 

80 

28 

TOTAL 

1,068 

857 

2,e 

32 

108 

* Assimilation,  Nomination  etc.  Total  Male  3,263 

Total  Female  1,402 


Total  4,665 
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Average  Ages 
on  Promotion 
to  Grade  in 
1966 

54-0 

6 

m 

49-6 

Other 

48-5 

47  0 

44-3 

•i— 

Direct 

Entrant 

45-2 

40-6 

32-9 

Percentage  Distribution  by  Age 

60  and  over 
(Born  1906 
and  earlier) 

so 

m 

»n 

rt- 

70 

64 

47 

36 

32 

29 

26 

40-49 
(Born 
1917-26)  ! 

in 

30 

48 

58 

67 

50 

36 

30-39 
(Born  \ 
1927-36) 

1 

i 

i 

- 

r~- 

2 

cn 

25-29 

(Born 

1937-41) 

1 

i 

I 

1 

<N 

t-' 

20-24 

(Born 

1942-46) 

I 

i 

i 

i 

1 

1 

- 

Under  20 
(Born 
1947-51) 

1 

i 

i 

i 

1 

1 

m 

Number  in 
Grade 

33 

0\ 

321 

1,299 

3,670 

11,552 

O 

oo 

r-^ 

o' 

m 

47,774 

Grade 

Head  of  Major  Executive 
Establishments 

* 

6 

w 

Cl, 

S.C.E.O.* 

C.E.O.* 

S.E.O.* 

H.E.O.* 

* 

o 

w 

Total  Number 

Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


* P.E.O.,  S.C.E.O.,  C.E.O.,  S.E.O.  and  H.E.O.  = Principal,  Senior  Chief,  Chief,  Senor  and 

Higher  Executive  Officer  respectively. 

E.O.  = Executive  Officer. 

t The  average  age  of  existing  civil  servants  transferred  or  promoted  to  Executive  Officer  in  1966  was  42-1  years. 
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Table  31(a) 

General  Clerical  Class 

Total  Numbers 


By  Year  of  Birth , Grade  and  Sex  (at  1.1.67 ) 


H.C.O .* * 

C.O* 

Year  of  Birth 

M 

F 

M 

F 

1901  or 
earlier 

5 

2 

1,536 

329 

1902-1906 

44 

24 

4,523 

1,666 

1907-1911 

198 

145 

6,170 

4,189 

1912-1916 

254 

146 

5,960 

4,226 

1917-1921 

243 

244 

4,873 

4,439 

1922-1926 

162 

84 

3,251 

3,175 

1927-1931 

58 

30 

1,674 

1,636 

1932-1936 

17 

8 

1,613 

1,031 

1937-1941 

2 

1 

2,252 

2,287 

1942-194 6 

- 

- 

5,760 

8,176 

1947-1951 

— 

- 

2,750 

4,369 

Total 

983 

684 

40,362 

35,523 

TOTAL 

1,667 

75, §85 

Total  Male  41,345 
Total  Female  36,207 


Total  77,552 


* H.C.O.  = Higher  Clerical  Officer. 
C.O.  = Clerical  Officer. 
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Table  31(b) 

General  Clerical  Class 

New  Entrants  to  the  Class 


By  Year  of  Birth,  Method  of  Entry  and  Sex 
(Notifications  received  during  1966) 


Year  of 
Birth 

New 

Civil  Servants 

E> 

dsting  Civil  Servants 

Comp 

etition 

Prom 

otion 

Other  Means * 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

3 

— 

1 

1 

2 

2 

15 

3 

1902-1906 

3 

— 

8 

5 

37 

29 

29 

16 

1907-1911 

22 

4 

55 

16 

121 

137 

16 

10 

1912-1916 

28 

12 

94 

54 

106 

211 

20 

15 

1917-1921 

25 

14 

91 

100 

118 

247 

16 

26 

1922-1926 

29 

20 

90 

89 

63 

196 

16 

40 

1927-1931 

20 

9 

85 

67 

28 

103 

10 

19 

1932-1936 

35 

12 

144 

87 

31 

63 

14 

30 

1937-1941 

54 

38 

205 

188 

62 

100 

40 

51 

1942-1946 

127 

163 

538 

730 

565 

749 

86 

133 

1947-1951 

329 

503 

1,026 

1,558 

129 

223 

135 

218 

Total 

675 

775 

2,337 

2,895 

1,262 

2,060 

397 

561 

TOTAL 

1,450 

5,232 

3,322 

958 

* Assimilation,  Nomination  etc. 

Total  Male  4,671 

Total  Female  6,291 


Total  10,962 
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Total  Numbers 


Table  32(a) 

Clerical  Assistant 


By  Year  of  Birth  and  Sex  (at  1.1.67) 


Year  of 

Birth 

Male 

Female 

1901  or 

earlier 

985 

527 

1902-1906 

1,853 

1,500 

1907-1911 

1,565 

2,341 

1912-1916 

1,197 

1,923 

1917-1921 

787 

1,80? 

1922-1926 

475 

1,449 

1927-1931 

287 

840 

1932-1936 

293 

499 

1937-1941 

347 

827 

1942-1946 

1,758 

4,020 

1947-1951 

3,134 

6,126 

Total 

12,681 

21,853 

TOTAL 

34,534 
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Table  32(b) 

Clerical  Assistant 

New  Entrants  to  the  Grade 


By  Year  of  Birth,  Method  of  Entry  and  Sex 
(Notifications  received  during  1966) 


Year  of 
Birth 

Existing  Civil  Servants 

Civil  5 

ervants 

Comp 

etition 

Prom 

otion 

Other  Means * 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

— 

21 

5 

3 

— 

14 

5 

1902-1906 

2 

* 

94 

69 

3 

— 

24 

18 

1907-1911 

3 

3 

153 

200 

14 

7 

10 

19 

1912-1916 

1 

5 

112 

338 

5 

10 

16 

38 

1917-1921 

1 

10 

114 

341 

6 

14 

20 

48 

1922-1926 

5 

16 

82 

230 

6 

12 

11 

44 

1927-1931 

4 

17 

96 

169 

1 

4 

11 

33 

1932-1936 

10 

18 

127 

253 

— 

4 

6 

26 

1937-1941 

9 

22 

311 

657 

1 

2 

19 

39 

1942-1946 

43 

84 

1,187 

1,884 

2 

2 

44 

131 

1947-1951 

395 

532 

26 

13 

1 

2 

174 

325 

Total 

473 

707 

2,323 

4,159 

42 

57 

349 

726 

TOTAL 

1,180 

6,482 

99 

1,075 

* Assimilation,  Nomination  etc. 

Total  Male  3,187 
Total  Female  5,649 

Total  8,836 
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Table  33 


Average  age  on 
promotion 

Average  seniority  in  the 
previous  erode 

To  Senior  Principal  Inspector* 
To  Principal  Inspector* 

To  Senior  Inspector 
To  Inspector  (Higher  Grade) 

Open 

Entrants 

Others 

Open 

Entrants 

Others 

51 

46 

37 

31 

50 

44 

44 

36 

yrs 
9 yrs 
5iyrs 
7 yrs 

4 yrs 
7 yrs 
7 yrs 
4 yrs 

compared  with  the  relatively  few  pre-war  ‘^pen  “cluded  ™ “Others’” 

these  levels  There  was  little  or  no  recruitment  ofCTaXtes^tw1  already  reached 
years  immediately  after  the  war,  and  it  is  only  now  that  th  ^Pectorate  in  the 

becoming  eligible  for  promotion  to  these  higher  grades^*  post'war  sraduate  entrants  are 
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Table  34(a) 

Scientific  Officer  Class 

Total  Numbers 

By  Year  of  Birth , Grade  and  Sex  (at  1.1.67 ) 


Year  of  Birth 

C.S.O* 

and 

above 

D.C.S.O* 

S.P.S.O* 

P.S.O* 

S.S.O* 

S.O* 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or  earlier 

1 

— 

2 

— 

6 

— 

8 

1 

9 

— 

— 

— 

1902-1906 

10 

— 

16 

— 

49 

- 

52 

4 

16 

— 

2 

— 

1907-1911 

27 

- 

39 

— 

82 

2 

131 

5 

7 

— 

2 

1 

1912-1916 

18 

- 

52 

- 

133 

— 

225 

4 

2 

2 

3 

1 

1917-1921 

20 

— 

37 

— 

118 

2 

246 

6 

14 

2 

— 

— 

1922-1926 

6 

— 

18 

— 

124 

— 

411 

5 

58 

5 

6 

— 

1927-1931 

- 

- 

- 

- 

27 

— 

353 

4 

184 

9 

7 

— 

1932-1936 

— 

— 

— 

— 

1 

— 

42 

— 

305 

5 

25 

— 

1937-1941 

— 

- 

— 

- 

1 

— 

— 

- 

126 

6 

115 

4 

1942-1946 

1 

- 

32 

8 

1947-1951 

— 

- 

— 

Total 

82 

- 

164 

- 

541 

4 

1,468 

29 

722 

29 

192 

14 

TOTAL 

82 

164 

545 

1,497 

751 

20 

6 

Total  Male  3,169 
Total  Female  76 

Total  3,245 


* C.S.O.,  D.C.S.O.,  S.P.S.O.,  P.S.O.,  and  S.S.O.  = Chief,  Deputy  Chief,  Senior  Principal, 
Principal,  and  Senior,  Scientific  Officer  respectively. 

S.O.  = Scientific  Officer. 
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Table  34(b) 

Scientific  Officer  Class 

New  Entrants  to  the  Class 


By  Y™r°l  Birth>  M^hod  of  Entry  and  Sex 
V Notifications  received  during  1966) 


New 

Existing  Civil  Servants 

Year  of 

Civil  6 

ervants 

Competition 

Promotion 

Other  Means* 

Birth 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

— 

— 

— 



1902-1906 

— 

— 

— 

- 

1 

— 



1907-1911 

1 

— 

— 

- 

— 



1912-1916 

2 

— 

— 

- 

1 

— 

4 

_ 

1917-1921 

4 

— 

3 

- 

2 

— 

1 

— 

1922-1926 

10 

— 

5 

- 

3 

— 

1 

_ 

1927-1931 

9 

— 

10 

- 

3 

— 

3 



1932-1936 

12 

— 

44 

- 

1 

— 

2 

_ 

1937-1941 

17 

1 

61 

1 

1 

— 

2 



1942-1946 

2 

— 

13 

2 

1 

— 

2 

3 

1947-1951 

— 

— 

— 

- 

— 

— 

_ 



Total 

57 

1 

136 

3 

13 

— 

15 

3 

TOTAL 

58 

139 

13 

1 

* Assimilation,  Nomination  etc. 


Total  Male  221 
Total  Female  7 

Total  228 
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o 

(5  s 


bo 


Average  ages 
on  promotion 
to  Grade  in 
1966 

9^-099 
O vb  6\ 
<0  » ntnN 

60  and  over 
(Born  1906 
and  earlier ) 

50-59 

(Born 

1907-16) 

-o 

s 

40-49 

(Born 

1917-26) 

<- 1 rf  10  V)  — < rn 

wnriTfTf-H 

a 

■4b 

& 

30-39 
(Born  \ 
1927-36 ) 

1 1 l"R£S 

jf 

I 

25-29  \ 

(Born  \ 
1937-41) 

II 1 1 1 as 

20-24 

(Born 

1942-46) 

1 1 II  1 12 

Under  20 
(Born  j 
1947-51) 

II 1 1 1 II 

Number  in 
Grade 

t"  >0  >0  t"  ^—1  vo 

’-(VO^O'tOMOO 
— 1 <n  tt  ts 

3,245 

Grade* 

Higher  Directing  Staff 

c.s.o. 

D.C.S.O. 

S.P.S.O. 

P.S.O. 

s.s.o. 

s.o. 

Total  Number 

II 


II 
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Table  35(a) 

Experimental  Officer  Class 

Total  Numbers 


By  Year  of  Birth,  Grade  and  Sex  (at  1.1.67) 


Year  of 

C.E 

jc.O* 

S.E 

x.O* 

Ex.O* 

A.Ex.O* 

Birth 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

— 

3 

— 

38 

4 

2 

1902-190 6 

16 

— 

62 

3 

137 

11 

2 

1907-1911 

65 

— 

222 

9 

125 

4 

3 

1 

1912-1916 

77 

2 

368 

11 

241 

13 

4 

1917-1921 

50 

1 

456 

6 

362 

30 

2 



1922-1926 

10 

— 

339 

18 

770 

38 

12 

1 

1927-1931 

1 

— 

72 

6 

885 

68 

27 

6 

1932-1936 

— 

— 

1 

1 

602 

42 

134 

19 

1937-1941 

— 

— 

— 

- 

171 

20 

459 

65 

1942-1946 

— 

— 

— 

- 

— 

— 

308 

85 

1947-1951 

— 

— 

— 

- 

— 

— 

13 

2 

Total 

219  1 

3 

1,523 

54 

3,331 

230 

966 

179 

TOTAL 

222 

1,577 

3,5( 

'1 

1,1 

45 

Total  Male  6,039 
Total  Female  466 


Total  6,505 


Experimental  "officer  ancf  Assistant  ^'x^^mMtaFoffice^resp^ivel^*^61^™611^  °®cer» 
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Table  35(b) 

Experimental  Officer  Class 

New  Entrants  to  the  Class 

By  Year  of  Birth , Method  of  Entry  and  Sex 
( Notifications  received  during  1966 ) 


Year  of 
Birth 

Existing  Civil  Servants 

Civil  5 

ervants 

Competition 

Promotion 

Other  Means * 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

— 

— 

— 

— 

— 

— 



1902-190 6 

— 

— 

— 

— 

— 

— 

— 

— 

1907-1911 

- 

— 

3 

— 

— 

— 

1 

— 

1912-1916 

— 

— 

5 

- 

1 

- 

4 

— 

1917-1921 

— 

— 

2 

1 

4 

- 

1 

— 

1922-1926 

1 

— 

10 

1 

2 

- 

— 

— 

1927-1931 

— 

1 

14 

— 

1 

— 

— 

— 

1932-1936 

1 

— 

32 

- 

1 

— 

2 

— 

1937-1941 

5 

1 

44 

2 

— 

— 

3 

— 

1942-1946 

4 

— 

41 

8 

1 

— 

1 

— 

1947-1951 

2 

— 

6 

1 

— 

— 

— 

— 

Total 

13 

2 

157 

13 

10 

— 

12 

— 

TOTAL 

15 

170 

10 

i 

* Assimilation,  Nomination  etc. 

Total  Male  192 
Total  Female  15 

Total  207 
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a «5 

2 -s 

Ti  w 


O, 

X 

W 


Average  Ages 
on  promotion 
to  Grade  in 
1966 

48-9 

43-2 

28-1 

60  and  over 
{Born  1906 
and  earlier) 

r"Tt-»r>  | 

50-59 
( Born 
1907-16) 

vo  m i-i 

* 

§ 

40-49 
{Born 
1917-26)  | 

CS  v>ro 

3 

:C 

£? 

$ 

$ 

S' 

30-39 

{Born 

1927-36) 

r-t  >n  >n  vo 

t 

c 

Sj 

25-29 

{Born 

1937-41) 

1 

<N  T 

44$ 

*»• 

1 1 IS 

Under  20 
{Born 
1947-51) 

III" 

Number  in 
Post 

222 

1,577 

3,561 

1,145 

U~l 

© 

VO 

Grade 

Chief  Experimental  Officer 
Senior  Experimental  Officer 
Experimental  Officer 
Assistant  Experimental  Officer 

Total  Number  j 
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Table  36(a) 

Scientific  Assistant  Class 

Total  Numbers 

By  Year  of  Birth,  Grade  and  Sex  (at  1.1.67) 


Year  of 
Birth 

Senior 

Assi 

Scientific 
st ant 

Scientific  Assistant 

M 

F 

M 

F 

1901  or 
earlier 

16 

— 

9 

1 

1902-1906 

% 

73 

1 

50 

5 

1907-1911 

95 

1 

33 

7 

1912-1916 

120 

10 

41 

11 

1917-1921 

170 

30 

49 

12 

1922-1926 

253 

29 

77 

17 

1927-1931 

160 

22 

118 

19 

1932-1936 

64 

13 

217 

29 

1937-1941 

15 

9 

333 

72 

1942-1946 

- 

- 

376 

143 

1947-1951 

- 

- 

31 

23 

Total 

966 

115 

1,334 

339 

TOTAL 

1,081 

1,673 

Total  Male  2,300 
Total  Female  454 

Total  2,754 
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Table  36(b) 

Scientific  Assistant  Class 

New  Entrants  to  the  Class 


By  Year  of  Birth,  Method  of  Entry  and  Sex 
( Notifications  received  during  1966) 


New 

i 

xisting  Civil  Servants 

Year  of 

Civil  o 

ervants 

Com} 

Petition 

Promotion 

Other  Means* 

Birth 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

- 

— 

— 

— 



1902-1906 

— 

— 

— 

- 

— 

— 



1 

1907-1911 

— 

— ' 

1 

- 

— 

— 

— 

1 

1912-1916 

— 

— 

2 

— 

— 

— 

— 



1917-1921 

— 

— 

5 

2 

1 

1 



1922-1926 

1 

— 

4 

- 

1 

— 

— 

1 

1927-1931 

— 

— 

5 

- 

2 

— 

_ 

1 

1932-1936 

1 

— 

16 

3 

— 

— 

1 

1 

1937-1941 

1 

1 

45 

7 

1 

— 

4 

1 

1942-1946 

1 

3 

143 

44 

— 

— 

7 

6 

1947-1951 

2 

1 

25 

17 

2 

— 

1 

5 

Total 

6 

5 

246 

73 

7 

1 

13 

17 

TOTAL 

11 

319 

8 

3 

* Assimilation,  Nomination  etc. 


Total  Male  272 
Total  Female  96 

Total  368 
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Table  37(a) 

Works  Group  of  Professional  Classes 
(excluding  departmental  variants) 

Total  Numbers 

By  Year  of  Birth,  Grade  and  Sex  (at  11  67) 


Dire 

Gr 

cting 

ade 

Super 

ing 

intend- 

Hrade 

Senior 

Grade 

Main  Grade 

Basic  Grade 

Year  of  Birth 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or  earlier 

2 

— 

1 

— 

6 

- 

16 

— 

16 

_ 

1902-1906 

19 

— 

21 

— 

73 

- 

117 

1 

65 

_ 

1907-1911 

53 

— 

99 

1 

214 

3 

257 

1 

101 

1912-1916 

24 

— 

57 

— 

244 

- 

339 

— 

107 

■ 

1917-1921 

7 

1 

26 

— 

171 

— 

270 

2 

83 

1922-1926 

1 

— 

15 

1 

127 

1 

281 

— 

91 



1927-1931 

1 

— 

4 

— 

57 

2 

129 

1 

81 

— 

1932-1936 

— 

— 

— 

— 

10 

— 

37 

1 

58 



1937-1941 

— 

— 

— 

— 

- 

1 

7 

— 

21 

■ 

1942-1946 

— 

— 

— 

— 

- 

- 

— 

— 

— 



1947-1951 

— 

— 

— 

- 

- 

- 

— 

— 

— 

— 

Total 

107 

1 

223 

2 

902 

7 

1,453 

6 

623 

_ 

TOTAL 

108 

225 

909 

1,4 

59 

62 

3 

Total  Male  3,308 
Total  Female  16 

Total  3,324 
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Table  37(b) 

Works  Group  of  Professional  Classes 

New  Entrants  to  the  Class 


By  Year  of  Birth,  Method  of  Entry  and  Sex 
(Notifications  received  during  1966) 


Year  of 
Birth 

Existing  Civil  Servants 

Civil  5 

ervants 

Competition 

Promotion 

Other  Means* 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

— 

1 

— 

— 

— 



1902-1906 

— 

- 

2 

- 

2 

— 

6 

— 

1907-1911 

2 

— 

3 

— 

4 

— 

2 

— 

1912-1916 

2 

— 

5 

- 

7 

— 

4 

— 

1917-1921 

10 

— 

11 

- 

7 

— 

7 

— 

1922-1926 

27 

— 

14 

- 

8 

— 

3 

1 

1927-1931 

23 

— 

11 

- 

1 

— 

8 

— 

1932-1936 

14 

1 

13 

- 

— 

— 

2 

— 

1937-1941 

2 

— 

3 

- 

1 

— 

1 

— 

1942-1946 

— 

— 

— 

- 

- 

— 

— 

— 

1947-1951 

— 

— 

- 

- 

— 

— 

— 

— 

Total 

80 

1 

63 

- 

30 

— 

33 

1 

TOTAL 

81 

63 

30 

3 

* Assimilation,  Nomination  etc. 


Total  Male  206 
Total  Female  2 

Total  208 
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Table  38(a) 

Technical  Works  and  Allied  Grades 

Total  Numbers 

By  Year  of  Birth,  Grade  and  Sex  (at  1.1.67) 


Graa 

e A 

Graa 

eB 

Grad 

e I 

Grade  II 

Grade  III 

Grade  IV 

Year  of  Birth 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or  earler 

8 

— 

4 

— 

80 

— 

146 

- 

100 

— 

1 

— 

1902-1906 

74 

— 

120 

— 

639 

- 

715 

- 

421 

— 

7 

— 

1907-1911 

145 

— 

217 

— 

865 

— 

808 

4 

445 

1 

6 

— 

1912-1916 

111 

- 

174 

- 

745 

1 

759 

2 

488 

2 

3 

1 

1917-1921 

56 

— 

92 

- 

551 

1 

637 

1 

388 

— 

4 

— 

1922-1926 

34 

— 

74 

1 

573 

- 

715 

4 

413 

— 

3 

— 

1927-1931 

5 

— 

18 

- 

224 

- 

473 

4 

320 

2 

2 

— 

1932-1936 

- 

— 

3 

- 

53 

- 

299 

- 

232 

1 

— 

— 

1937-1941 

— 

— 

- 

- 

6 

— 

149 

— 

123 

— 

— 

_ 

1942-1946 

37 

— 

— 

— 

1947-1951 

— 

— 

— 

Total 

433 

— 

702 

1 

3,736 

2 

4,701 

15 

2,967 

6 

27 

1 

TOTAL 

433 

703 

3,738 

4,716 

2,973 

2 

Total  Male  12,566 
Total  Female  25 


Total  12,591 
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Technical  Works  and  Allied  Grades 

New  Entrants  to  the  Class 

By  B‘:th’  Method  of  Entry  and  Sex 

(. Notifications  received  during  1966 ) 
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Year  of 
Birth 

New 

Existing  Civil  Servants 

ervants 

Com 

petition 

Promotion 

M 

F 

M 

F 

M 

F 

M 

F 

1901  or 
earlier 

— 

- 

1 

— 

— 

4 

1902-1906 

— 

15 

- 

10 

— 

21 

1907-1911 

2 

— 

24 

- 

19 

— 

10 

— 

1912-1916 

8 

— 

38 

- 

53 

— 

7 

— 

1917-1921 

6 

— 

44 

- 

44 

— 

11 

1922-1926 

13 

1 

62 

— 

71 



13 

1927-1931 

14 

— 

62 

- 

53 

— 

17 

1932-1936 

13 

— 

66 

— 

42 

— 

20 

19 37-1941 

6 

— 

58 

- 

27 

— 

29 

1942-1946 

2 

— 

21 

- 

1 

— 

9 

1947-1951 

— 

— 

— 

— 

— 

— 

_ 

Total 

64 

1 

391 

— 

320 



141 

TOTAL 

65 

391 

320 

141 

* Assimilation,  Nomination  etc. 

Total  Male 
Total  Female 

>16 

1 

Total 


9 
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MEMORANDUM  NO.  3 
submitted  by 

HER  MAJESTY’S  TREASURY 
October,  1967 


Number  of  Staff  in  the  Civil  Service 
1964  to  1967 


Breakdown  by  Departments  and  Staff  Groups 

The  attached  tables  show  the  total  numW  c+orr  • A . __ 

do™  ,0  b“*k- 

Administrative 

Executive  (General  and  Departmental) 

Clerical  (General  and  Departmental) 

Clerical  Assistants 
Typing 

MeteSs!  pSo“ca^  1 InSPectorate) 

Scientific  and  Technical  II 
Ancillary  Technical 

p™ep°fi°n  in  the  non-industrial  Civil  Service  as  a whole,  excluding  the 
r ost  Office,  on  these  dates  was  as  follows : s 


1.1.64 

1.1.65 

1.1.66 
1.1.67 


Temporary 

107,626 

106,509 

114,405 

127,025 


Permanent 

307,768 

312.672 

311.672 
320,973 


Total 

415,394 

419,181 

426,077 

447,998 


470  0006nt  eSt™ateS  suggest  that  the  total  on  1st  January,  1968  will  be  about 

• In  the  t1?1615  years  1964  to  1967  the  number  of  non-industrial  civil  servants 

1?  nmed  by  32’000-  The  increase  was  made  up  of  20,000  temporary  and 
12,000  permanent  staff.  3 


of  cards  a?  the  rem™? u ratal  tables  relating  to  permanent  staff  are  based  on  a count 
a staff grounbaSs  Re“rd— th?  “dy  readily  available  source  for  such  figures  on 

from  dena^nwfrfi  T?  a88(egate  of  such  figures  necessarily  differs  from  the  totals  derived 

Which  f°™  the  basis  “*  Si™ 
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In  considering  the  figures  the  following  points  should  be  borne  in  mind' 

Agriculture,  Fisheries  and  Food 

The  increase  which  amounts  to  about  400  is  mainly  due  to  a strengthening 
of  the  National  Agricultural  Advisory  Service  and  of  the  Horticultural 
Marketing  Inspectorate. 

Aviation 

This  was  still  a separate  Department  on  1st  January,  1967  but  is  now  part 
of  the  Ministry  of  Technology. 

Customs  and  Excise 

The  increase  of  1,500  is  due  to  more  trade,  the  expansion  and  diversifica- 
tion of  international  travel,  the  export  rebates  scheme  and  the  betting  tax. 

Defence  (Central) 

The  increase  of  just  over  2,000  is  due  to  the  setting  up  of  the  Defence 
Operational  Analysis  Establishment  and  the  Directorate  of  Standardisation 
and  has  been  offset  by  compensating  reductions  in  the  single  service  Depart- 
ments. The  total  for  all  four  Departments  declined  from  110,800  in  1964  to 
105,000  in  1967. 

Education  and  Science 

The  increase  of  900  is  due  in  part  to  functions  taken  over  from  other 
Departments  and  in  part  to  expanded  government  policies  for  science,  the 
arts  and  sport  and  to  rising  work  loads  in  the  education  field  generally. 

Health 

The  increase  of  900  is  the  result  of  more  work  in  connection  with  the 
National  Health  Service  (expansion  of  hospital  building  programme,  exten- 
sion of  eligibility  for  invalid  vehicles,  closer  concern  with  drugs  and  other 
standards,  development  of  computer  installation  for  statistics  and  N.H.S. 
superannuation). 

Home  Office 

The  increase  of  2,300  has  been  principally  concentrated  in  the  Prison  Service 
(rising  prison  population  and  closer  security  measures),  and  in  the  sections 
dealing  with,  inter  alia,  police  communications,  immigration  and  work  in 
forensic  science. 

Housing  and  Local  Government 

The  staff  have  increased  by  just  over  1,000.  This  is  largely  due  to  the  setting 
up  of  Rent  Assessment  Panels  and  new  Regional  Offices,  and  the  growth  of 
housing  and  planning  work. 

Inland  Revenue 

The  increase  of  2,500  is  the  result  of  reforms  in  the  tax  system — Corpora- 
tion Tax,  Capital  Gains  Tax,  Betterment  Levy  and  rising  work  loads  generally. 
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Labour 
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The  main  factors  in  the  increase  of  almost  A nnn  , 

unemployment  benefits ; redundancy  payments  • the  earmngs-related  and 
ment  training  programme  seXe f Pa“>°n  of  the  Govern- 

unemployment.  The  increase  is  largely  confined  ffand  11181161 

staff  having  increased  by  600.  porary  staff,  permanent 

Land  Registry 

regTsPa^oTonand!’000  “ ^ °f  the  pr°Sramme  the  compulsory 

Public  Building  and  Works 

Almost  all  the  increase  from  1964  to  1965  was  the  result  of  the  transfer 
of  work  to  the  Ministry  from  the  Ministry  of  Defend  toct  transfer 

HI,  Htatod  to  to,  ,U  records  "SI" "Si  SSS! 

5X”EKS" “f  R-  “d  D- 

Social  Security 

The  increase  of  over  6,000  is  an  effect  of  the  introduction  of  earnings 

work ?nndckneSS  the. new  suPPlementary  benefits  scheme  and  rising 

work  loads  generally.  Over  half  the  additional  6,000  staff  are  temporaries.  § 

Overseas  Development 

„ Jj16  “Crease  of  600  is  due  mainly  to  a growth  of  work  in  what  is  a com- 
paratively  new  Department. 

Trade 

The  increase  of  2,600  is  due  in  part  to  the  Investment  Grants  Scheme  and 
increased  activity  in  the  field  of  export  services  and  companies  legislation. 

It  is  also  due  in  part  to  changes  in  the  Department’s  functions. 

Transport 

The  Department  has  been  affected  by  transfers  of  functions.  In  respect  of 
its  present  functions  there  was  an  increase  of  about  1,200  over  the  three  years, 
due  to  the  expansion  of  the  roads  programme  and  to  increased  work  on  the 
regulation  of  traffic  and  the  testing  of  vehicles  and  drivers. 


The  paragraphs  above  primarily  relate  to  increases  of  staff  because  of 
changes  in  a Department’s  existing  work  or  the  commencement  of  completely 
new  work.  It  should  be  emphasised  that  the  following  Departments  have  been 
attected  by  transfers  of  functions:  Aviation,  Defence,  Education,  Overseas 
Development,  Public  Building  and  Works,  Technology,  Trade  and  Transport. 
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Ministry  of  Agriculture,  Fisheries  and  Food 


1964 

1965 

1966 

1967 

Total 

14,636 

14,562 

14,453 

15,071 

Permanent 

11,024 

11,059 

10,955 

11,174 

Temporary 

3,612 

3,503 

3,498 

3,897 

Permanent 

Permanent 

Permanent 

Permanent 

staff  only 

staff  only 

staff  only 

Admin 

132 

126 

123 

128 

Exec. 

1,528 

1,584 

1,590 

1,622 

Clerical 

2,380 

2,354 

2,258 

2,254 

102 

C.A. 

858 

836 

778 

751 

1,278 

Typing 

451 

418 

390 

391 

'768 

P.S.T.  I 

2,584 

2,622 

2,682 

2,752 

65 

Messengers 

346 

353 

341 

341 

547 

P.S.T.  II 

2,282 

2,294 

2,309 

2,444 

665 

Anc.  Tech. 

463 

472 

484 

491 

470 

Ministry  of  Aviation 


1964 

1965 

1966 

1967 

Total 

23,833 

24,244 

24,438 

24,078 

Permanent 

15,933 

16,105 

16,385 

16,181 

Temporary 

7,900 

8,139 

8,053 

7,'  897 

Permanent 

Permanent 

Permanent 

Permanent 

staff  only 

staff  only 

staff  only 

Admin. 

124 

128 

130 

129 

6 

Exec. 

2,028 

2,086 

2,198 

2,262 

102 

Clerical 

2,542 

2,535 

2,408 

2,302 

400 

C.A. 

696 

770 

762 

692 

1,152 

Typing 

442 

424 

374 

360 

790 

P.S.T.  I 

2,221 

2,187 

2,139 

2,148 

454 

Messengers 

557 

566 

542 

490 

358 

PS.T.  II 

4,964 

5,088 

5,618 

5,631 

2,722 

Anc.  Tech. 

2,359 

2,321 

2,214 

2,167 

1,913 

County  Courts 


1964 

1965 

1966 

1967 

Total 

5,130 

5,166 

5,270 

5,356 

Permanent 

4,268 

4,419 

4,519 

4,485 

Temporary 

862 

747 

751 

871 

Permanent 

Permanent 

Permanent 

Permanent 

Temporary 

Admin. 

staff  only 

staff  only 

staff  only 

Exec. 

43 

57 

64 

66 

8 

Clerical 

2,543 

2,598 

2,603 

2,580 

253 

C.A. 

6. 

7 

8 

17 

55 

Typing 

127 

116 

127 

123 

380 

P.S.T.  I 

82 

85 

86 

83 

10 

Messengers 
P.S.T.  II 

22 

32 

35 

33 

18 

Anc.  Tech. 

1,441 

1,524 

1,596 

1,583 

147 
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Customs  and  Excise 


1964 

1965 

1966 

1967 

Total 

15,784 

15,890 

16,655 

17,255 

Permanent 

Temporary 

14,772 

1,012 

14,806 

1,084 

14,835 

1,820 

15,378 

1,877 

Admin 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
63 
8,926 
3,625 
192 
45 
29 
1,514 
8 

370 

Permanent 
staff  only 
64 
9,004 
3,589 
188 
47 
27 
1,528 
7 
352 

Permanent 
staff  only 
59 
9,149 
3,556 
180 
43 
28 
1,497 
6 

317 

Permanent 

62 

10,435 

2,743 

193 

42 

33 

1,512 

8 

350 

Temporary 

26 

645 

391 

150 

9 

498 

1 

157 

Defence  (Central) 


1964 

1965 

1966 

1967 

Total 

1,150 

2,404 

2,823 

3,306 

Permanent 

Temporary 

680 

470 

1,555 

849 

1,775 

1,048 

2,089 

1,217 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
39 
188 
201 

24 
30 
96 
43 
34 

25 

Permanent 
staff  only 
54 
381 
529 
83 
81 
116 
165 
61 
85 

Permanent 
staff  only 
56 
465 
561 
81 
68 
174 
161 

104 

105 

Permanent 

65 

543 

626 

108 

69 

195 

195 

163 

125 

Temporary 

4 

130 

189 

347 

183 

31 

157 

90 

86 

Ministry  of  Defence  (Air) 


1964 

1965 

1966 

1967 

Total 

26,628 

24,131 

23,719 

23,113 

Permanent 

Temporary 

15,523 

11,105 

13,568 

10,563 

13,170 

10,549 

13,049 

10,064 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
64 

1,810 

3,676 

1,834 

591 

584 

1,066 

3,342 

2,556 

Permanent 
staff  only 
53 
1,711 
3,503 
1,680 
507 
306 
991 
2,808 
2,007 

Permanent 
staff  only 
54 
1,678 
3,389 
1,598 
455 
235 
918 
2,790 
2,053 

Permanent 

57 

1,743 

3,354 

1,538 

412 

217 

890 

2,854 

1,984 

Temporary 

221 

759 

3,615 

1,277 

641 

347 

1,318 

1,886 
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Ministry  of  Defence  (Army) 


1964 

1965 

1966 

1967 

Total 

51,061 

48,714 

47,560 

47,160 

Permanent 

Temporary 

29,659 

21,402 

27,673 

21,041 

26,813 

20,747 

25,985 

21,175 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
80 
3,228 
8,465 
4,261 
1,052 
1,848 
1,832 
4,775 
4,118 

Permanent 
staff  only 
80 
3,106 
8,303 
3,502 
850 
1,565 
1,888 
4,442 
3,937 

Permanent 
staff  only 
76 
3,134 
7,977 
3,376 
816 
1,580 
1,803 
4,159 
3,892 

Permanent 

78 

3.143 
7,820 

3.144 
734 

1,569 

1,764 

3,860 

3,873 

Temporary 

1 

1,582 

825 

5,580 

2,782 

2,343 

361 

3,976 

3,725 

Ministry  of  Defence  (Navy) 


1964 

1965 

1966 

1967 

Total 

32,014 

30,680 

30,427 

31,500 

Permanent 

Temporary 

24,922 

7,092 

23,742 

6,938 

23,028 

7,399 

23,700 

7,800 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
60 
2,614 
5,409 
1,259 
630 
1,396 
1,774 
8,577 
3,203 

Permanent 
staff  only 
58 
2,639 
5,118 
1,253 
553 
1,285 
1,633 
8,497 
2,706 

Permanent 
staff  only 
57 
2,746 
4,929 
1,259 
511 
1,294 
1,547 
8,403 
2,282 

Permanent 

60 

2,853 

5,085 

1,132 

506 

1,367 

1,580 

8,743 

2,374 

Temporary 

3 

37 

512 

1,566 

981 

349 

655 

2,218 

1,479 

Department  of  Education  and  Science 


1964 

1965 

1966 

1967 

Total 

3,135 

3,416 

3,807 

4,028 

Permanent 

Temporary 

2,413 

722 

2,602 

814 

2,718 

1,089 

2,875 

1,153 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
85 
464 
574 
95 
63 
634 
243 
136 
119 

Permanent 
staff  only 
117 
531 
560 
91 
57 
668 
289 
151 
138 

Permanent 
staff  only 
107 
612 
525 
96 
52 
686 
305 
191 
144 

Permanent 

117 

732 

547 

85 

51 

695 

306 

200 

142 

Temporary 

5 

6 

220 

243 

230 

25 

223 

96 

105 
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Ministry  of  Health 


1964 

1965 

1966 

1967 

Total 

5,028 

5,278 

5,552 

5,926 

Permanent 

Temporary 

4,118 

910 

4,264 

1,014 

4,368 

1,184 

4,501 

1,425 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
98 
937 
1,084 
319 
72 
354 
148 
376 
730 

Permanent 
staff  only 
107 
995 
1,080 
313 
69 
384 
153 
414 
749 

Permanent 
staff  only 
110 
1, 052 
1,038 
332 
72 
370 
152 
454 
788 

Permanent 

115 

1,101 

1,027 

323 

68 

392 

158 

636  i 
681 

Temporary 

2 

350 

448 

190 

31 

155 

30 

219 

Home  Office 


1964 

1965 

1966 

1967 

Total 

14,461 

15,085 

15,735 

16,724 

Temporary 

11,935 

2,526 

12,710 

2,375 

13,057 

2,678 

13,311 

3,413 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
100 
1,926 
1,176 
129 
119 
307 
641 
397 
7,140 

Permanent 
staff  only 
115 
2,006 
1,165 
120 
111 
338 
696 
458 
7,714 

Permanent 
staff  only 
115 
2,153 
1,172 
123 
106 
339 
692 
466 
7,891 

Permanent 

121 

2,297 

1,170 

133 

132 

366 

711 

478 

7,897 

Temporary 

2 

47 

552 

429 

497 

236 

467 

123 

1,060 

Ministry  of  Housing  and  Local  GoTemment 


1964 

1965 

1966 

1967 

Total 

2,923 

3,231 

3,587 

4,060 

Permanent 

Temporary 

2,502 

421 

2,703 

528 

2,931 

656 

3,176 

884 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
88 
1,025 
713 
60 
47 
344 
126 
83 
16 

Permanent 
staff  only 
90 
1,087 
784 
61 
48 
395 
137 
81 
20 

Permanent 
staff  only 
100 
1,246 
686 
50 
55 
513 
170 
83 
28 

Permanent 

110 

1,392 

719 

49 

59 

552 

166 

90 

39 

Temporary 

4 

28 

294 

117 

260 

66 

65 

33 

17 
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Inland  Revenue 


1964 

1965 

1966 

1967 

Total 

59,000 

56,648 

59,021 

61,528 

44,815 

43,192 

42,896 

43,647 

Temporary 

14,185 

13,456 

16,125 

17,881 

Permanent 

Permanent 

Permanent 

Permanent 

Temporary 

staff  only 

staff  only 

staff  only 

48 

48 

52 

52 



Exec. 

12,109 

12,080 

12,304 

12,921 

210 

21,278 

20,106 

19,451 

19,710 

4,610 

C.A. 

6,879 

6,486 

6,749 

6,620 

8,570 

Typing 

1,838 

1,777 

1,710 

1,628 

3,129 

P.S.T.  I 

2,015 

2,037 

2,001 

2,114 

448 

Messengers 

280 

296 

278 

258 

778 

P.S.T.  II 

32 

32 

32 

28 

1 

Anc.  Tech. 

336 

327 

319 

316 

135 

Central  Office  of  Information 


1964 

1965 

1966 

1967 

Total 

1,355 

1,524 

1,605 

1,644 

Permanent 

804 

865 

890 

911 

Temporary 

551 

659 

715 

733 

Permanent 

Permanent 

Permanent 

Permanent 

Temporary 

staff  only 

staff  only 

staff  only 

Admin. 

2 

2 

2 

2 

— 

Exec. 

461 

495 

524 

558 

275  . 

Clerical 

180 

194 

191 

181 

196 

C.A. 

51 

51 

52 

49 

85 

Typing 

37 

40 

31 

31 

78 

P.S.T.  I 

— 

— 

— 

— . 

— 

Messengers 

51 

61 

60 

61 

57 

P.S.T.  II 

4 

4 

5 

4 

9 

Anc.  Tech. 

18 

18 

25 

25 

33 

Ministry  of  Labour 


1964 

1965 

1966 

1967 

Total 

21,507 

20,456 

21,691 

25,291 

Permanent 

16,347 

16,335 

16,379 

16,945 

Temporary 

5,160 

4,121 

5,312 

8,346 

Permanent 

Permanent 

Permanent 

Permanent 

Temporary 

staff  only 

staff  only 

staff  only 

Admin. 

82 

79 

76 

77 

1 

Exec. 

4,652 

4,623 

4,705 

5,333 

10 

Clerical 

8,517 

8,242 

8,184 

8,336 

1,170 

C.A. 

1,106 

1,363 

1,370 

1,141 

4,353 

Typing 

478 

471 

453 

406 

780 

P.S.T.  I 

491 

507 

527 

526 

44 

Messengers 

493 

489 

476 

470 

1,190 

P.S.T.  II 

41 

50 

46 

54 

33 

Anc.  Tech. 

487 

511 

542 

602 

765 
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Land  Registry 


1964 

1965 

1966 

1967 

2,307 

2,652 

2,951 

3,364 

Permanent 

Temporary 

1,632 

675 

1,772 

880 

2,002 

929 

2,182 

1,181 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
1 

281 

426 

112 

89 

52 

183 

150 

338 

Permanent 
staff  only 
1 

320 

454 

102 

80 

54 

206 

179 

376 

Permanent 
staff  only 
1 

401 

503 

112 

91 

52 

217 

198 

447 

Permanent 

439 

532 

134 

92 

58 

218 

228 

481 

Temporary 

2 

178 

436 

197 

3 

233 

6 

127 

Ordnance  Surrey 


1964 

1965 

1966 

1967 

Total 

3,918 

3,903 

3,937 

4,054 



Permanent 

Temporary 

3,562 

356 

3,605 

298 

3,596 

341 

3,629 

425 

Admin. 

Exec. 

Clerical 

C.A. 

Typing 

P.S.T.  I 

Messengers 

p.s.t.  n 

Anc.  Tech. 

Permanent 
staff  only 
1 

49 

124 

54 

5 

2 

19 

3,065 

243 

Permanent 
staff  only 
1 
53 
124 
52 
5 
2 
20 
3,082 
266 

Permanent 
staff  only 

J 

54 

116 

48 

5 

2 

18 

2,093 

259 

Permanent 

1 

61 

122 

45 

5 

2 

19 

3,110 

264 

Temporary 

11 

64 

20 

1 

85 

183 

61 

Ministry  of  Power 


1964 

1965 

1966 

1967 

Total 

1,578 

1,597 

1,638 

1,636 

Permanent 

Temporary 

1,368 

210 

1,380 

217 

1,373 

265 

1,352 

284 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permenant 
staff  only 
68 
192 
279 
59 
47 
456 
64 
176 
27 

Permanent 
staff  only 
69 
202 
279 
51 
40 
473 
67 
168 
31 

Permanent 
staff  only 
71 
216 
267 
44 
41 
471 
62 
175 
26 

Permanent 

70 

229 

262 

36 

42 

461 

59 

167 

26 

Temporary 

43 

61 

61 

35 

32 

45 

7 
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Ministry  of  Public  Building  and  Works 


1964 

1965 

1966 

1967 

Total 

16,656 

19,610 

20,298 

20,949 

Permanent 

Temporary 

10,622 

6,034 

13,560 

6,050 

13,840 

6,458 

14,261  ~~ 

6,688 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
64 

1,221 

2,508 

578 

336 

1,630 

634 

3,303 

348 

Permanent 
staff  only 
71 

1,622 

2,812 

614 

329 

2,275 

672 

4,741 

424 

Permanent 
staff  only 
66 
1,734 
2,786 
665 
326 
2,266 
708 
4,873 
416 

Permanent 

65 

1,831 

2,879 

587 

314 

2,225 

764 

5,131 

465 

Temporary 

1 

4 

626 

1,082 

741 

274 

721 

2,685 

554 

Ministry  of  Social  Security 

(Prior  to  1967  Ministry  of  Pensions  and  National  Assistance  Board) 


. 

1964 

1965 

1966 

1967 

Total 

52,391 

53,720 

54,433 

58,661 

Permanent 

43,079 

44,058 

44,377 

45,680 

Temporary 

9,312 

9,662 

10,056 

12,981 

Permanent 

Permanent 

Permanent 

Permanent 

staff  only 

staff  only 

staff  only 

Admin. 

75 

71 

77 

79 

Exec. 

11,636 

11,850 

12,204 

12,882 

31 

Clerical 

21,227 

21,392 

21,109 

22,069 

3,097 

C.A. 

7,864 

8,444 

8,638 

8,338 

6,694 

Typing 

793 

743 

740 

713 

1,321 

P.S.T.  I 

166 

209 

200 

203 

14 

Messengers 

111 

788 

805 

827 

1,484 

P.S.T.  II 

11 

10 

13 

11 

Anc.  Tech. 

535 

551 

591 

558 

340 

Stationery  Office 


1964 

1965 

1966 

1967 

Total 

2,960 

2,939 

2,978 

3,158 

Permanent 

2,285 

2,279 

2,305 

2.378 

Temporary 

675 

660 

673 

780 

Permanent 

Permanent 

Permanent 

Permanent 

Temporary 

Admin. 

staff  only 
3 

staff  only 
2 

staff  only 
1 

2 

Exec. 

111 

290 

300 

329 

4 

Clerical 

448 

474 

448 

482 

118 

C.A. 

145 

132 

122 

110 

97 

Typing 

113 

88 

83 

76 

222 

P.S.T.  I 







Messengers 

79 

91 

85 

93 

53 

P.S.T.  II 

414 

All 

431 

440 

74 

Anc.  Tech. 

805 

775 

834 

846 

212 
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1964 

1965 

1966 

1967 

Total 

1,770 

1,808 

1,849 

1,855 

Permanent 

Temporary 

1,394 

376 

1,466 

342 

1,442 

407 

1,412 

443 

Admin. 

Exec. 

Clerical 

C.A. 

Typing 

P.S.T.I. 

Messengers 

P.S.T.  II 

Anc.  Tech. 

Permanent 
staff  only 
1 

151 

857 

8 

38 

143 

166 

30 

Permanent 
staff  only 
1 

149 

884 

17 

40 

147 

194 

34 

Permanent 
staff  only 
2 
152 
855 
16 
39 
154 
189 

35 

Permanent 

2 
155 
829 
14 
34 
1 65 
182 

30 

Temporary 

3 

5 

148 

24 

113 

14 

128 

8 

Ministry  of  Overseas  Development 
(Technical  co-operation  in  1964) 


1964 

1965 

1966 

1967 

Total 

1,523 

1,628 

2,035 

2,140 

Permanent 

Temporary 

1,047 

476 

1,068 

560 

1,219 

816 

1,288 

852 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
37 
225 
236 
4 
22 
89 
82 
327 
25 

Permanent 
staff  only 
39 
243 
241 
6 

20 

91 

82 

319 

27 

Permanent 
staff  only 
57 
349 
253 
6 
15 
94 
106 
307 
32 

Permanent 

70 

385 

264 

11 

14 

100 

119 

291 

34 

Temporary 

33 
11 

283 

40 

134 

97 

107 

113 

34 

Ministry  of  Technology 


1964 

1965 

1966 

1967 

Total 

- 

— 

4,321 

5,020 

Permanent 

Temporary 

— 

— 

2,884 

1,437 

3,314 

1,706 

Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 

Permanent 
staff  only 

Permanent 
staff  only 
38 
233 
257 
23 
29 
665 
42 
1,467 
130 

Permanent 

55 

296 

285 

26 

37 

716 

42 

1,528 

129 

Temporary 

5 

12 

172 

120 

255 

195 

59 

753 

131 
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Board  of  Trade 


1964 

1965 

1966 

1967 

Total 

7,652 

7,927 

9,822 

10,250 

Permanent 

6,194 

6,380 

7,811 

7,900 

Temporary 

1,458 

1,547 

2,011 

2,350 

Permanent 

Permanent 

Permanent 

Permanent 

Temporary 

staff  only 

staff  only 

staff  only 

Admin. 

208 

205 

178 

198 

2 

Exec. 

1,963 

2,090 

2,298 

2,508 

13 

Clerical 

1,874 

1,821 

2,013 

1,892 

486 

C.A. 

532 

597 

664 

619 

757 

Typing 

243 

232 

248 

245 

587 

P.S.T.  I 

652 

675 

979 

978 

63 

Messengers 

542 

574 

624 

646 

294 

P.S.T.  II 

39 

40 

65 

61 

12 

Anc.  Tech. 

141 

146 

742 

753 

136 

Ministry  of  Transport 


1964 

1965 

1966 

1967 

Total 

7,616 

7,874 

6,933 

7,411 

Permanent 

6,477 

6,685 

5,512 

5,685 

Temporary 

1,139 

1,189 

1,421 

1,726 

Permanent 

Permanent 

Permanent 

Permanent 

staff  only 

staff  only 

staff  only 

Admin. 

118 

129 

107 

112 

5 

Exec. 

1,073 

1,129 

941 

1,011 

12 

Clerical 

1,360 

1,394 

1,100 

1,083 

200 

C.A. 

659 

649 

482 

430 

550 

Typing 

128 

114 

94 

93 

260 

P.S.T.  I 

585 

637 

408 

440 

80 

Messengers 

181 

193 

280 

176 

107 

P.S.T.  11 

427 

464 

713 

731 

143 

Anc.  Tech. 

1,946 

1,976 

1,487 

1,609 

369 

Treasury 


1964 

1965 

1966 

1967 

Total 

1,556 

1,584 

1,636 

1,725 

Permanent 

1,227 

1,222 

1,224 

1.309 

Temporary 

329 

362 

412 

416 

Permanent 

Permanent 

Permanent 

Permanent 

Temporary 

staff  only 

staff  only 

staff  only 

Admin. 

172 

169 

158 

168 

6 

Exec. 

365 

384 

419 

449 

16 

Clerical 

309 

314 

297 

314 

66 

C.A. 

19 

15 

22 

25 

56 

Typing 

73 

64 

59 

45 

144 

P.S.T.  I 

23 

26 

35 

51 

15 

Messengers 

244 

231 

224 

23.8 

100 

P.S.T.  II 

1 

1 

1 



Anc.  Tech. 

21 

18 

19 

19 

13 
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DepartmCnt  of  Ag^ultnre  and  Fisheries  for  Scotland 


1964 

1965 

1966 

1967 

Total 

2,619 

2,603 

2,723 

' 

2,881 

Permanent 

Temporary 

2,041 

578 

1,992 

611 

2,060 

663 

2,136 

745 



Admin. 
Exec. 
Clerical 
C.A. 
Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 
Anc.  Tech. 

Permanent 
staff  only 
36 
367 
455 
172 
134 
335 
24 
352 
156 

Permanent 
staff  only 
38 
383 
449 
150 
11 2 
337 
27 
346 
150 

- 

Permanent 
staff  only 
38 
401 
470 
135 
110 
350 
31 
375 
150 

Permanent 

39 

445 

452 

131 

119 

353 

29 

396 

172 

Temporary 

67 

144 

107 

36 

76 

182 

133 

Scottish  Home  and  Health  Department 


1964 

1965 

1966 

1967 

Total 

2,663 

2,782 

2,971 

3,061 

Permanent 

Temporary 

2,134 

529 

2,305 

477 

2,432 

539 

2,461 

600 

Admin. 

Exec. 

Clerical 

C.A. 

Typing 
P.S.T.  I 
Messengers 
P.S.T.  II 

Anc.  Tech.  | 

Permanent 
staff  only 
59 
348 
226 
103 
83 
112 
143 
35 
1,025 

Permanent 
staff  only 
56 
368 
244 
94 
70 
129 
131 
38 
1,175 

Permanent 
staff  only 
53 
399 
259 
83 
91 
139 
155 
43 

1,210 

. 

Permanent 

56 

400 

263 

88 

97 

142 

170 

42 

1,203 

Temporary 

1 

3 
24 
96 

134 

54 

175 

4 
109 
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MEMORANDUM  NO.  4 


submitted  by 

HER  MAJESTY’S  TREASURY 
April,  1967 


Numbers  of  Civil  Servants  in  various 
classes  and  departments  1929  to  1966 

The  attached  tables  and  graphs  have  been  prepared  in  response  to  the 
Committee’s  request  for  details  of  the  growth  in  the  numbers  of  civil  servants 
in  various  classes  and  in  three  departments  showing  both  established  and 
temporary  staff  since,  say  1930.  The  pre-war  years  for  which  figures  are  given 
are  1929  and  1937  but  because  of  changes  in  the  organisation  of  the  Service 
e.g.  the  Service-wide  Works  Group  of  Professional  Classes  is  a post-war 
creation,  figures  for  pre-war  years  are  generally  only  available  for  staff  groups 
and  departments  and  not  for  individual  professions  or  classes. 

Attached  are  the  following  tables  and  graphs 

I.  A summary  table  showing  the  numbers  of  non-industrial  civil  servants 
in  certain  classes  and  professions  in  three  Departments  in  the  years 
1929,  1937,  1950,  1957  and  1966,  giving,  where  available,  the  break- 
down between  established  and  other  staff. 

It  should  be  noted  that  the  Professional  and  Scientific  I Group 
includes  Scientific  Officers,  the  Works  Group  and  Related  Classes, 
Professional  Accountants,  and  legal  staff.  Scientific  and  Technical 
II  includes  the  Experimental  Officer,  Scientific  Assistant  and  Technical 
Classes. 

The  Staff  Group  figures  for  1929  and  1937  may  not  be  strictly  com- 
parable with  each  other,  or  with  later  years,  owing  to  re-groupings 
and,  in  some  cases,  the  re-classification  of  industrial  civil  servants  as 
non-industrials. 

II.  This  table  and  the  attached  graph  give  the  figures  for  certain  staff 
groups  in  greater  detail.  They  show  total  numbers  in  post-war  years 
1947-1966. 

III.  This  table  and  the  attached  graph  give  the  figures  for  certain  scientific, 
professional  and  technical  classes  in  greater  detail.  They  show  the 
total  numbers  for  the  period  1951  to  1966. 

IV.  This  table  and  the  attached  graph  show,  except  for  the  period  affected 
by  the  war  (1939-1946),  the  total  number  of  staff  in  the  Inland  Revenue, 
the  Customs  and  Excise  and  the  Ministry  of  Labour  for  the  years 
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Table  I 


Non  Industrial  Civil  Servants- 
Numbers  in  1929,  1937,  1950,  1956,  1966,  (Summary) 

E — Established  O = Not  established  Thousands  (to  nearest  hundred) 


1929 

1937 

1950 

1 1956 

1966 

July 

Administrative 
(Home)*  

Executive  ...  

(General  and 
Departmental) 

Clerical  Officers 
(General  and 
Departmental) 

Clerical  Assistants 

Professional  Scientific 
Technical  I 

Scientific  and  Technical  II 

Scientific  Officers 

Engineers  (Works  Group) 
Technical  Officers 

Architects  (Works  Group) 

E 

O 

Total 

E 

O 

Total 

E 

0 

Total 

E 

0 

Total 

E 

O 

Total 

E 

O 

— 

1-2 

0-1 

2-4 

0-6 

2-3 

0-2 

2~ 

0-2 

M 

1-3 

3-0 

2-5 

2-5 

— 

17-3 

0-4 

55-7 

12-6 

64-8 

3-4 

80-6 

3-0 

15-4 

37-7 

68-3 

68-2 

83-6 

39-8 

21*1 

67-0 

16-5 

102-2 

47-3 

107-0 
12 -6 

115-7 

18-5 

60-9 

83-5 

149-5 

119-6 

134-2 

- 

10-2 

0-2 

22-5 

54-7 

35-8 

29-0 

34-5 

43-6 

5-2 

10-4 

77-2 

64-8 

78-1 

- 

60 

3-6 

14-4 

8-7 

17-4 

5*0 

19-7 

5-5 

6-5 

9-6 

23-1 

22-4 

25-2 

- 

8- 5 

9- 4 

16-8 

24-0 

33-0 

17-4 

40-2 

35-4 

Total 

8-7 

17-9 

40-8 

50-4 

55-6 

E 

O 

— 

— 

2-9 

0-4 

2-9 

0-5 

3-3 

0-8 

Total 

0-7 

- 

3-3 

3-4 

4-1 

E 

O 

— 

— 

1-1 

0-6 

1-5 

0-5 

1-8 

0-3 

Total 

1-3 

— 

1-7 

2-0 

2-1 

E 

O 

— 

— 

10-0 

12-0 

13-3 

6-8 

14-2 

7-4 

Total 

— 

— 

(1952) 

22-0 

20-1 

21-6 

E ' 

0 

— 

— 

0-4 

0-1 

0-4 

0-1 

0-5 

0-1 

Total 

0-7t 

— 

0-5 

0-5 

0-6 
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Table  1 (continued) 


Staff  in  Various  Classes  and  Departments  1929-66 


E = Established  O = Not  Established  Thousands  (to  nearest  hundred) 


1929 

1937 

1950 

1956 

1966 

July 

Legal  Classes  

E 

— 

— 

0-5 

0-5 

0 

— 

— 

01 

0-2 

Total 

0-6 

— 

0-6 

0-7 

0-8 

Accountants  

E 

— 

— 

0-3 

0-3 

0 

— 

— 

0-2 

01 

Total 

— 

— 

0-5 

0-4 

0-3 

Inland  Revenue  

E 

12 -1 

21*1 

32-9 

37-2 

0 

8-8 

3-2 

16-8 

14-3 

17-1  . 

Total 

20-9 

24-3J 

49-7 

51  -5 

60  0 

Customs  and  Excise 

E 

9-2 

12-1 

12-6 

13-7 

0 

2-6 

2-6 

1-6 

1-4 

1-9 

Total 

11-8 

14-7J 

14-2 

151 

16-8 

Ministry  of  Labour 

E 

8-5 

19-5 

22  1 

18-6 

16-4 

0 

8-3 

7-4 

7-8 

3-7 

5-7 

Total 

16-8 

26-9t 

29-9 

22-3 

22-1 

* Administrative  figures  adjusted  to  exclude  overseas  Departments’  staff 
t Includes  Surveyors, 
t These  figures  relate  to  1938. 

— = not  readily  ascertainable. 
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Total  Numbers  in  certain  Staff  Groups  1947-1966 

(See  also  attached  graph) 
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Table  III 

Total  Numbers  in  Certain  Classes  1951-1966 

(See  also  attached  graph) 
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TOTAL  NUMBERS  IN  CERTAIN  CLASSES  1951-1966 
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Staff  in  Various  Classes  and  Departments  1929-66 

Table  IV 

Total  Numbers  Employed  in  Inland  Revenue,  Customs  and  Excise  and 
Labour  1930-1966 


Year 


1929 

1930 

1931 

1932 

1933 

1934 

1935 

1936 

1937 

1938 
1939-46 

1947 

1948 

1949 

1950 

1951 

1952 

1953 

1954 

1955 

1956 

1957 

1958 

1959 

1960 

1961 

1962 

1963 

1964 

1965 

1966 


Department 


Inland 

Revenue 

Customs 

and 

Excise 

20,909 

11,779 

21,059 

11,659 

22,097 

11,635 

22,864 

12,304 

22,589 

12,909 

22,706 

13,449 

23,321 

13,817 

23,622 

14,239 

23,599 

14,458 

24,342 

14,669 

War  affected  years 

48,475 

12,446 

48,461 

13,078 

48,044 

14,014 

49,740 

14,236 

52,979 

14,620 

53,241 

14,803 

51,661 

14,893 

51,553 

15,013 

50,516 

14,932 

51,476 

15,060 

51,456 

15,183 

52,198 

15,192 

52,965 

15,213 

56,026 

15,338 

58,152 

15,556 

57,238 

15,710 

59,752 

15,794 

58,007 

15,805 

57,693 

16,149 

59,952 

16,793 

Labour 


16,799 

18,076 

23,905 

24,403 

24,462 

22,678 

23,833 

23,956 

25,165 

26,934 

41,673 

34,680 

32,554 

29,902 

27,731 

26,609 

25,400 

24,529 

22.904 
22,334 
21,160 

20.905 
22,939 
21,394 
20,150 
20,086 
22,500 
21,291 
20,620 
22,147 
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memorandum  no.  5 

submitted  by 

HER  MAJESTY’S  TREASURY 
November,  1967 


Computers  and  the  size  of  the  Civil  Service 


The  Committee  has  asked  the  Treasurv  for  a c * 

information  about  the  effect  of  computers  on  the  future^  further  *vai,able 
of  the  service.  The  Committee  irCderstood  to  h^.  ^PomF  dfraands 
mind  the  problems  of  the  continuing  growth  of  the  service  an/tf  ^ “in-10 
that  in  the  development  of  the  use  o/co* 

halting  or  even  reversing  this  trend.  means  ot 

, 2,h  The  ^ue®t.lon.ls  best  approached  from  two  directions,  first  by  reference 
to  the  work  which  is  being  done  or  which  in  future  may  be  done  on  comnuto 

ssr TZfmna  to  ,k’  “in » s za 


Computer  work 

3.  Government  Departments  have  73  computers  in  use  for  administrative 
and  general  purposes  and  a further  32  on  order.  The  computing  power  of 

whnsetrth^cohmeSt1S  “ manu  cases  much  greater  than  earlier  modebi-  Thus 
whilst  the  computers  on  order  represent  an  increase  on  44  per  cent  in  the 

26(Tper  ^ent  mac^mes’  they  wlU  increase  the  installed  computing  power  by 

4.  These  computers  are  used  for  a wide  variety  of  purposes  ranging  from 
weekly  and  monthly  payroll  applications,  through  stock  control  and  invoice 
payment,  to  the  preparation  of  Government  statistics.  In  the  main  the 
computers  that  have  been  installed  so  far  carry  out,  more  efficiently,  tasks 
which  were  previously  being  performed  manually.  It  has  been  the  practice 
or  the  treasury  to  require  the  department  concerned  to  demonstrate  a satis- 
ac  ory  return  on  the  investment  and,  under  the  arrangements  applying  at 
present,  this  means  a return  of  not  less  than  8 per  cent  on  a discounted  cash 
now  basis.  So  far,  the  computers  installed  have  normally  produced  these 
savings  by  reducing  the  number  of  clerical  staff  required.  Although  there 
nave  been  disappointments,  the  computers  have  enabled  several  thousands  of 
s alt,  mostly  clerical,  to  be  saved,  and  some  details  of  these  were  given  in 
paragraph  5 and  the  Appendices  to  the  paper  on  “ A.D.P.  in  the  Civil  Ser- 
vice submitted  to  the  Committee  by  the  Treasury  in  May  1966.  But  there 
is  more  to  it  than  this  because  in  nearly  every  case,  notwithstanding  staff 
savings,  the  volume  of  work  being  processed  has  increased  and  the  computer 
output  is  either  greater  in  volume,  far  more  detailed,  or  more  timely,  than 
me  manual  work  that  it  replaced. 
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280  Computers  and  the  size  of  the  Civil  Service 

5.  The  direct  staff  savings  made  by  computers  are  partly  offset  by  the 
extra  skilled  staff  needed  to  design  the  systems  and  write  the  programmes 
for  the  computers,  and  by  the  machine  operator  grades  needed  to  punch  the 
cards  through  which  data  is  fed  to  the  computer.  The  number  of  punch 
operators  required  in  the  future  is  likely  to  increase  less  rapidly  than  the 
forecast  growth  in  computing  capacity  might  suggest  because  improved 
methods  of  document  reading  by  machine  are  being  developed. 

6.  Whilst  there  still  are  staff  savings  to  be  made  by  using  computers  for 
existing  tasks  wherever  possible,  we  are  moving  into  a new  era  in  which 
direct  staff  savings  from  the  use  of  computers  will  become  less  significant 
than  it  has  been  in  the  past  for  two  reasons.  The  first  is  that  the  initial  com- 
puter installations  are  falling  due  for  replacement  and  computers  installed  to 
replace  computers  cannot  of  themselves  produce  substantial  staff  savings. 
The  second,  and  more  significant,  is  that  computers  are  going  to  be  applied 
increasingly  to  a whole  new  range  of  tasks.  These  are  tasks  which  have  not 
been  attempted  before  by  manual  means  either  because  the  sheer  scale  of 
effort  required  was  prohibitive  or,  in  some  cases,  because  the  task  is  impossible 
without  the  computer.  For  example,  the  establishment  of  large  scale  computer 
data  banks  for  industrial  and  social  statistics  will  permit  information  to  be 
correlated  and  analysed  by  the  computers  to  a degree  far  beyond  the  capa- 
bilities of  a manual  system.  These  computers  of  the  future  should  not,  there- 
fore, be  expected  to  produce  significant  staff  savings;  indeed,  the  complexity 
of  the  concepts  involved  is  such  that  more  staff,  having  higher  skill,  will  be 
required  to  design  the  systems. 

7.  Whilst  computers  have  enabled  useful  savings  to  be  made  in  the  number 
of  clerical  staff  employed,  they  have  created  a demand  for  executive  staff 
to  carry  out  the  systems  design  and  programming  which  precedes  their 
introduction.  At  31st  March  1967  there  were  1,300  executive  and  equivalent 
officers  employed  on  systems  analysis  and  programming  duties  in  departments 
excluding  the  Post  Office,  and  it  is  forecast  that  1,850  will  be  required  by 
April  1969.  The  Post  Office  had  410  staff  in  post  at  31st  March  1967  and  they 
forecast  a need  for  over  1,000  by  April  1970.  These  changes  reflect  the  pattern 
shown  in  paragraph  3 of  the  Treasury  paper  to  the  Committee  on  the  “ Civil 
Service  Demand  for  Manpower  1,1  which  predicts  that  the  need  for  recruits 
with  A levels  and  above  will  rise  whilst  the  need  for  those  having  two  O levels 
or  less  will  fall.  Indeed  specialised  staff  are  needed  and  this  is  one  of  the  areas 
of  executive  work  where,  as  the  Committee  is  aware,  there  is  a conflict  be- 
tween the  need  for  effective  expertise  and  the  need  for  flexibility  of  manning. 
In  addition,  there  is  a growing  need  for  good  graduates  to  fill  some  of  the 
posts,  but  present  staff  structures  do  not  provide  a suitable  framework; 
Departments  have  agreed  that  permanent  solutions  to  these  problems  cannot 
be  proposed  before  we  have  the  Committee’s  recommendations. 

8.  Thus,  in  looking  at  computerised  work  in  isolation,  the  prospect  is  for 
decreasing  rather  than  increasing  staff  savings  in  the  future. 

The  size  of  the  civil  service  as  a whole 

9.  The  numbers  of  staff  employed  on  computers  is  obviously  still  very 
small  in  relation  to  the  size  of  the  civil  service  as  a whole.  The  service  as  a 
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Computers  and  the  size  of  the  Civil  Service 
whole  grows,  in  the  main,  in  direct  resnoncc 

shall  undertake  new  or  enlarged  responsibilities  j0?  l.^at  tbe  Government 
relate  future  growth  of  this  kind  to  the  effect  of  are**  11  i-S  DOt  practicable  t0 

Conclusion 

«£A  '^s  ? r ”t 

mde,  tire  trend  will  in  fntnre  bn  downward,  ,„h„Sth„  IfZTVhift 
because  new  computers  (apart  from  replacements)  will  be  used  increaXa lv 
to  do  things  which  it  was  not  previously  possible  to  do  without  them  Even 

dvD  °f  a~"-  “** » « «--is 

11  There  is  an  analogy  with  the  motor  car.  This  has  greatly  reduced  the 
need  for  grooms  and  ostlers,  but  it  has  greatly  increased-afd  indeed  produced 
the  need  for  other  skills,  both  in  order  to  build,  run  and  maintain  cars 
and  because  cars  have  enabled  people  to  operate  in  a way  that  was  impossibk 
when  travel  depended  on  the  coach  and  horse.  p 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


MEMORANDUM  NO.  6 


submitted  by 

HER  MAJESTY’S  TREASURY 
March,  1967 


Civil  Service — Demand  for  Manpower 


Part  I Overall  demand  according  to  level  of  education 


Growth  of  the  Service  as  a whole 

The  non-industrial  Home  Civil  Service  (excluding  the  Post  Office)  is  expected 
to  grow  from  410,000  at  1st  July,  1965  and  424,000  at  1st  July,  1966  to  456,000 
at  1st  July,  1970:  i.e.  by  11  per  cent  or  46,000  from  1965  to  1970.  This  estimate 
is  based  on  returns  made  by  major  Departments  in  early  1966  and  allows  for 
expected  recruiting  difficulties.  Recent  increases  in  the  size  of  the  Civil 
Service  suggest  that  in  the  absence  of  political  decisions  which  inhibit  the 
future  growth  rate,  the  estimate  may  be  on  the  low  side.  Between  mid-1965 
and  mid- 1966  there  was  in  fact  an  increase  of  nearly  14,000,  nearly  a third  of 
the  increase  expected  by  1970.  We  have  assumed  that  the  rate  of  increase 
will  be  slower  in  the  next  few  years.  The  growth  will  not  be  the  same  for  all 
Staff  Groups.  It  will  be  seen  from  the  table  in  Annex  I that  Staff  Group  3 
(General  Executive)  and,  to  a lesser  extent,  Staff  Group  9 (Inspectors)  are 
expected  to  grow  much  more  quickly  than  the  Civil  Service  as  a whole,  while 
Staff  Groups  7 (Clerical  Assistants)  and  10  (Messengerial  etc.)  are  expected 
to  grow  more  slowly. 


Recruitment  at  various  educational  levels 

2.  In  order  to  translate  the  figures  for  the  total  size  of  each  Staff  Group 
into  demands  for  recruits  at  various  educational  levels,  it  is  necessary  to 
make  a number  of  arbitrary  assumptions  about  future  wastage  rates,  hut 
assuming  that  there  is  no  change  by  1970  in  the  present  balance  between 
temporary  and  permanent  staff,  then  23,000  permanent  and  19,000  temporary 
civil  servants  will  be  needed  in  1970  to  replace  wastage.  In  addition  a further 
9,000  recruits  will  be  needed  in  1970  to  meet  the  increased  demand  for  staff. 
Thus  the  expected  intake  of  recruits  in  1970  will  be  about  51,000.  Entry  to 
Staff  Groups  is  by  promotion  as  well  as  by  direct  recruitment  and  it  has  been 
assumed  that  the  current  balance  between  direct  recruitment  and  promotion 
in  each  Staff  Group  will  be  maintained  in  1970. 

3.  In  Table  I,  entrants  to  each  Staff  Group  have  been  assigned  to  five 
educational  levels  in  order  to  present  a simple  picture  of  intake  at  various 
educational  levels.  The  assumptions,  which  have  been  based  on  current 
experience,  are  given  in  the  notes  to  the  table. 
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Civil  Service — Demand  for  Manpower 


Table  / 

Recruits  to  the  Civil  Service 


000s  (rounded) 

Year 

Type  of 
Need 

All 

Educational  Qualifications 

Degree 
or  Prof, 
qual. 

2“  A 
levels  ” or 
equivalent 

5“  <9 
levels  ” 

levels  ” 

Nil 

1965 

Replacing 

Wastage 

Growth 

Total 

41  I 
100 

Note  1 

Note  2 

Note  3 

Note  4 

Note  5 

1-3 

0-6 

3-3 

1-0 

81 

2-5 

20-6 

4-7 

7-6 

1-3 

511 

1-9 

4-3 

10-6 

25-3 

8-9 

1970 

Replacing 

Wastage 

Growth 

41-5 

9-3 

1-4 

0-7 

3-6 

1-5 

ui  oo 

4 -{L 

. 

21-4 

2-4 

6-7 

1-2 

Total 

50-8 

2-1 

5-1 

11-8 

23-8 

7-9 

Notes:  ~ — 

GrouSTl  ° 9 PMde^2°nratVlJUl  HfiCat-°,n  Is-  no™al>y  retired  of  direct  entrants  to  Staff 
3’  trl'eerir,?nffievelsiares  th,®  normal  Qualification  of  entrants  to  Staff  Groups  5 and  6 

EfentfflC  a55%,  ,1?Tvrecent  ^ 20  per  cent-  of  ,he  entrants  to  sSff  Gro^  13 

( cientific  and  Technical  II)  are  estimated  to  have  been  so  qualified  P 

£Xs7lndT£^  °f  <“"*  entrants  to  Staff 

maioSvTf®  4“a,ifications  required  for  direct  entrants  to  Staff  Group  10  and  for  the 
Technic^  Graded  ft S,taff  ,Gj°j;p  -4  (M«sengers,  Porters  etc.  and  the  Ancillary 
rw  1 estimated  that  m recent  years  15  per  cent,  of  the  latter  have  had 


2, 


4. 


4.  The  figures  in  Table  I are  subject  to  many  limitations  (e.g.  some  tem- 
poraries do  not  have  the  formal  qualifications  required  for  establishment), 
but  they  suggest  that  while  the  total  demand  for  manpower  will  hardly  change 
in  the  years  1965  and  1970,  (because  of  the  very  large  rate  of  increase  in  1965) 
e emand  for  people  with  five  “ O ” levels  or  higher  qualifications  will 
“jj'  ™11  in  that  time  while  that  for  people  with  lower  levels  of  education 


Part  II  Demand  for  graduates  and  equivalents 

5.  Thus  we  expect  there  to  be  an  intake  of  some  2,100  people  with  degrees 
or  professional  qualifications  in  1970  compared  with  some  1,900  at  present. 
An  analysis  of  the  increase  expected  is  given  in  the  following  paragraphs. 

6.  The  demand  for  graduates  without  reference  to  discipline  and  also  gradu- 
ates in  social  studies  is  between  380  and  430  a year  at  the  moment.  (These 
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figures  relate  to  total  intake,  not  just  those  coming  direct  from  university 
and  are  not  reconcilable  with  figures  of  the  first  employment  of  graduates ) 
The  number  required  in  the  proposed  management  group  in  1970 
cannot  be  precisely  estimated  at  this  stage  but  it  must  be  assumed  that  since 
we  should  still  be  in  the  early  stages  of  the  proposed  new  structure,  extra 
recruitment  would  not  be  on  as  big  a scale  as  is  ultimately  to  be  expected 
For  the  other  groups  forecasts  about  growth,  wastage  and  the  proportion 
of  graduates  are  less  reliable  because  the  effect  of  policy  changes  cannot  be 
quantified  and  the  assumptions  deal  with  smaller  numbers.  But  it  is  expected 
that  total  intake  would  be  between  460  and  550  in  the  three  groups  covered 
by  this  paragraph.  The  intake  of  each  group  is  shown  separately  in  the 
following  sub-paragraphs. 

(a)  The  total  for  the  management  group  and  such  related  groups  as 
Tax  Inspectors,  Ministry  of  Labour  Cadets,  the  Librarian  and 
Information  Officer  Classes  has  been  assumed  to  rise  from  about 
220  to  about  300. 

( b ) The  Civil  Service  needs  other  graduates,  who  for  the  most  part  need 
not  have  degrees  in  specific  subjects,  as  Factory  Inspectors,  Inspectors 
of  Schools  etc.  (Staff  Group  9)  and  for  the  Museum  Classes  and  a 
number  of  miscellaneous  jobs  including  Lecturers  and  Investigators 
of  Ancient  Monoments  (Staff  Group  12).  For  this  Group  the  intake 
by  the  early  1970s  is  expected  to  have  increased  from  around  the 
present  130  to  about  150.  About  a third  of  the  intake  of  150  is  likely 
to  be  for  graduates  in  science  or  technology. 

(c)  There  is  also  a demand  for  those  who  have  read  social  studies  etc, 
to  be  employed  on  work  relevant  to  their  degrees  as  Economists, 
Statisticians,  Psychologists  and  Research  Officers.  In  1965  about 
50  such  people  were  recruited  but  demand  is  growing  and  intake  is 
expected  to  reach  60  to  70  a year  by  the  early  1970s. 

7.  To  come  now  to  qualified  engineers  and  scientists,  most  of  them  are  iu 
Staff  Group  12  where  a growth  of  2-6  per  cent,  by  1970  has  been  assumed. 
This  is  slightly  higher  than  that  envisaged  in  the  Willis  Jackson  survey  of 
scientists,  engineers  and  technologists  although  in  line  for  scientists  taken 
separately.  But  for  a number  of  reasons  the  figures  used  in  the  Willis  Jackson 
report  and  this  paper  are  not  comparable  (see  Annex  II). 

8.  The  Treasury’s  estimate  is  that  the  intake  of  graduate  scientists  (now 
about  350)  may  be  about  450  by  1970.  This  includes  not  only  those  in  the 
Scientific  Officer  Class,  but  also  recruits  for  other  groups  of  scientists  employed 
as  such  in  the  Civil  Service.  The  number  of  engineer  recruits  recruited  in 
1970  is  estimated  to  be  about  450  compared  with  about  400  at  present:  this 
includes  those  in  Staff  Group  9 with  professional  qualifications. 

9.  Finally  there  are  a number  of  groups  of  qualified  staff  who  are  usually 
recruited  after  they  have  had  some  professional  experience.  Allowing  for 
growth  and  to  cover  wastage  the  intake  of  such  recruits  in  1970  is  estimated  to 
be  about  650.  The  largest  demands  are  shown  in  Table  II. 
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Table  II 

Architects 
Legal  Staff 
Medical  Staff 
M.o.D.  Teachers 
Surveyors 
Valuers  ... 


70 

50 

75 

200 

50 

90 
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ANNEX  I 

Table  III 

1965-1970 : Estimated  growth  in  the  Home  Civil  Service 
by  Staff  Groups 

{Note:  The  Diplomatic  Service  and  the  Post  Office  are  both  excluded  from 
these  figures.) 


Staff  Group 

1.  Administrative 

3.  General  Executive 

4.  Departmental  Executive  .. 

5.  General  Clerical 

6.  Departmental  Clerical  .. 

7.  Clerical  Assistants 

8.  Typing  

9.  Inspectorate  

10.  Messengers,  Porters  etc.  .. 

12.  Professional,  Scientific  anc 

Technical  I 

13.  Scientific  Technical  II 

14.  Ancillary  Technical 

Total  


1.7.1965 

1.7.1970 

Annual  % 
rate  of 

(000s) 

(000s) 

increase 

2-3 

2-6 

2-4 

39-3 

47-5 

3-8 

29-8 

33-6 

2-4 

70-0 

77-4 

2-0 

35-7 

40-2 

2-4 

60-8 

63-4 

0-8 

23-9 

26-4 

2-0 

2-8 

3-3 

2-9 

24-3 

26-0 

1-4 

22-4 

25-4 

2-6 

52-5 

58-5 

2-2 

46-3 

51-4 

2-1 

410-3 

455-8 

2-1 
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1.  The  Report  on  the  1965  Triennial  ANNEX  II 

Technologists,  Scientists  and  Technical  Sun^rT*  Scurvey  of  Engineers, 
suggested  that  between  1965  and  1968  the  stock  of  o rif  ,(Cl?nd-  3I03> 

, .a  .. . « ..  ,L 

2.  The  research  councils  are  not  Dart  nf  /-i-  •«  c 
Willis  Jackson  figure  is  thus  900,  a rise  of  1-8  oercent6™1*  ^ the  relevant 
2-6  per  cent,  in  Staff  Group  12  which  cnnt»i„eP  * V ? year  ““Pared  with 
and  scientists.  But  the  figures  are  not  comn  °f  the  <Juallfied  engineers 

because : S F6  n0t  comParable  even  after  this  adjustment 

® “df6ntfS  °nly  ma^e  UP  about  half  Staff  Group  12- 

( i)  the  Willis  Jackson  forecast  assumes  that  all  th * 

££  feflrf i=dtoP^: 

(iii)  the  Willis  Jackson  figures  relate  tn  •. l. 

there  are  those  in  Group  12  without  formal  qualifications. 


IO 
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MEMORANDUM  No.  7 
submitted  by 

HER  MAJESTY’S  TREASURY 
April,  1968 


Civil  Service — Demand  for  Manpower 


In  March  1967  the  Treasury  submitted  a paper1  in  response  to  a request  by 
the  Committee  for  information  on  the  future  demand  of  the  non-industrial 
Home  Civil  Service  for  manpower.  This  note  contained  a statement  setting  out 
the  best  estimates  then  available  for  the  growth  of  the  Civil  Service  as  a whole 
and,  allied  to  these,  estimates  of  the  demand  for  manpower  in  1970  at  various 
educational  levels,  and  in  particular  of  the  demand  for  graduates  and  graduate 
equivalents. 

2.  Estimates  of  the  future  size  of  the  Civil  Service,  five  or  so  years  ahead 
are  now  prepared  annually  on  the  basis  of  departmental  estimates.  When  the 
paper  was  prepared  the  latest  available  figures  related  to  1965-70.  It  was  then 
pointed  out  that  by  mid-1966  nearly  a third  of  the  increase  expected  in  the 
five  year  period  had  already  taken  place  and  that  in  the  absence  of  inhibiting 
political  decisions  the  estimate  might  be  on  the  low  side.  In  fact  the  figures 
for  the  size  of  the  Home  Civil  Service2  were  449,000  for  1st  July,  1967  and 
and  461,000  for  1st  January,  1968.  Some  further  increase  up  to  1st  April, 
1968  is  expected  as  recruitment  programmes  begun  in  1967  are  completed. 

3.  The  Prime  Minister  announced  on  16th  January,  1968  (Cmnd.  3515) 
that  special  measures  would  be  taken  to  arrest  the  growth  in  the  number  of 
people  employed  in  the  public  service;  Government  departments  will,  under 
the  guidance  of  the  Treasury,  plan  their  staff  so  that  over  the  year  1968-69 
there  is  no  further  net  increase  in  the  number  of  non-industrial  civil  servants 
as  a whole.  On  this  basis  the  number  of  non-industrials  likely  to  be  in  the 
Home  Civil  Service2  on  1st  April,  1969  will  be  about  467,000. 

4.  Departments’  estimates  for  the  period  1968-73  will  not  be  available  for 
some  weeks.  The  original  estimates  for  1967—72  no  longer  offer  a satisfactory 
basis  on  which  to  work  because  of  the  changed  expectations  stemming  from 
the  Prime  Minister’s  statement.  New  estimates  are  being  prepared. 

5.  As  this  account  shows,  any  forecast  of  the  size  of  the  Civil  Service  for  as 
long  as  five  years  ahead  is  unlikely  to  remain  valid  for  long.  It  is  true  that 
some  of  the  factors  which  determine  the  size  of  the  civil  service  do  not  mater- 
ially change.  An  example  is  the  size  and  age  distribution  of  the  population  of 
the  country  which  determine  the  level  of  some  Government  activities.  Other 
factors,  such  as  the  projected  level  of  government  expenditure,  are  much  more 
variable  and  some  are  almost  unpredictable.  Any  forecast  of  the  total  size 
of  the  civil  service  is  always  liable  to  be  revised  as  a result  of  political  decisions 
e.g.  to  undertake  additional  work  or  to  cut  back  existing  programmes.  The 

1 Memorandum  No.  6 

2 Excluding  all  Post  Office  staff,  but  including  casual  and  seasonal  employees. 
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staffing  consequences  of  such  chanees  of 

by  additional  recruitment  or  bv  not  ^ norma!iy  be  met  either 

temporary  staff.  P acmS  wastage  and  discharging 

6.  Nevertheless  forecasts  of  this  nature  olearlv  s. 

They  show  a range  of  possible  developments  V6ry  USeful  function- 

considering  recruitment  policies  and  do  not  lnt°  account  when 

to  year.  Moreover  they  provide  the  onlv  mJ? Ud?  abJustments  from  year 
projected  recruitment  needs  are  in  line  with  thee*  f a 6 *°  Indicate  bow  far 
tional  system.  The  two  cannot  ”e  an  Ixact  °U,pUt  °f  the  educa- 

factors;  in  particular  many  civil  servants  ^tch.  because  of  a number  of 

before  entry  and  many  do  not  have,  e g “A”  S^t0^  e,mpIoyment 
cations.  s > a levels  but  equivalent  qualifi- 

and  availableTndivMual^at  ^ardcular^*^6^6611  m"’  Servi“  re™ents 

interest  to  the  Conu^M^  National  levels  which  is  of  most 
the  Civil  Service “aduates  " “*  SpeC,aIly  lnterested  in  th°  “ed  of 

cannoVbe  given^f  t^str  "ngt^of  rev*se<f  forecasts 

be  assumed  that^S^i^^K^^.UP8  “ 197°’  but  il  Can 
by  levels  of  qualification  and  in  particular  foTJraf  ^ f°r  manpower 
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MEMORANDUM  No.  8 
submitted  by 

THE  DEPARTMENT  OF  EDUCATION  AND  SCIENCE 
February,  1968 

Output  of  the  educational  system: 
destinations  of  school-leavers 


The  tables  that  follow  give  the  latest  available  projections  of  the  flow  of 
school-leavers  to  different  destinations  in  the  years  1961-62  to  1965-66,  with 
forward  estimates  to  1980-81.  There  are  three  tables,  for  boys  and  girls  for 
boys,  and  for  girls.  The  figures  refer  only  to  England  and  Wales.  School- 
leavers  going  into  full-time  further  or  higher  education  are  classified  by  four 
educational  destinations:  universities  (distinguishing  three  broad  areas  of 
university  discipline);  colleges  of  education;  full-time  advanced  further 
education  i.e.  courses  after  G.C.E.  A-level  (by  two  broad  discipline  areas); 
and  full-time  non-advanced  further  education.  School-leavers  entering 
employment  are  classified  by  their  G.C.E.  performance : three  or  more  A-level 
passes;  two  A-level  passes;  one  A-level  pass;  five  or  more  O-level  passes  with 
no  A-level  pass;  less  than  five  O-level  passes.  School-leavers  entering  employ- 
ment with  A-levels  are  also  classified  by  the  broad  areas  of  subject  special- 
isation. As  indicated  in  the  note  to  the  tables  the  figures  for  colleges  of 
education  for  future  years  include  some  school-leavers  who  may  take  courses 
of  a comparable  standard  in  other  kinds  of  further  education  institution. 

It  should  be  stressed  that  the  tables  show  the  flows  from  school  into  higher 
education  not  the  Hows  from  higher  education  into  employment.  An  approxi- 
mate estimate  of  the  output  of  graduates  from  universities  and  of  successful 
leavers  from  colleges  of  education  can  be  made  from  the  entry  figures  by 
allowing  a time-lag  of  about  three  years  and  a “ wastage  ” rate  of  about 
15  per  cent  of  university  entrants  who  fail  to  graduate  and  about  10  per  cent 
of  entrants  to  colleges  of  education.  The  output  from  advanced  further 
education  is  less  easy  to  assess  because  of  the  great  variety  of  courses  and  the 
relatively  heavier  rate  of  withdrawal  of  students  during  the  courses.  The 
output  from  non-advanced  further  education  is  the  most  difficult  to  estimate. 
Some  of  these  students  take  craft  and  technician  courses  and  others  G.C.E. 
and  similar  courses ; some  carry  on  to  advanced  courses  in  further  education 
or  to  university  or  college  of  education.  They  may  enter  employment  at  a 
variety  of  levels  and  after  varying  time-lags. 

The  tables  do  not  give  any  estimate  of  numbers  undertaking  part-time 
study  after  leaving  school;  in  some  fields  part-time  study  provides  an  important 
contribution  to  the  development  of  qualified  manpower. 

A brief  explanation  should  be  made  of  the  assumptions  underlying  the 
projections.  The  figures  of  boys  and  girls  staying  on  at  school  and  getting 
G.C.E.  qualifications  are  based  on  the  latest  published  projections  in  Statistics 
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of  Education  1966,  Volumes  1 and  7 Th 

entering  further  and  higher  education'  are  l !*1  eStimates  of  numbers 
more  dependent  on  future  Government  ^ “ that  they  are 

In  several  areas  of  policy  decision*  in  L , , 1 °ns- 
l97°’s  have  not  yet  been  taken.  In  general  what  PC?°d  beyond  the  early 
of  the  tables  in  this  Memorandum8 has  been  to  note  f”  done  for the  purposes 
or  five  years  in  the  ratio  p where  note  trends  over  past  four 

p - !^!^Ch°01 10  P°st-scb°°1  ^ctor  X with  G.C.E.  qualifications  Y 
311  Sch00bI^s^ 

and  to  assume  that  any  trends  observed  ,„iii  „„ 

(In  fact,  in  the  case  of  universities  each  of  th?4"1?6  ^ f°r  a feW  years' 
constant  over  recent  years.)  ’ tbe  ratlos  P has  remained  fairly 

tabkis  that  the  flow 

to  grow  less  than  the  flow  of  ^1?““^' 

r- 

technology  flow!  Thl 

in  each  case  taken  as  100.  s s res  in  which  1965-66  is 


Flow  from  school  (boys  4- girls) 


1965-66 

1975-76 

1980-81 

To  employment: 

With  less  than  5 “ O ”s,  no  “A”s 
5 or  more  “ O ”s,  no  “A”s 

1 A” 

2 or  more  “A”s 

To  full-time  non-advanced  F.E. 

To  full-time  advanced  F.E.  and 
colleges  of  education 
To  university: 

Science,  technology  and  medicine 
Arts  and  social  sciences 

100 

100 

100 

100 

100 

100 

100 

100 

110 

92 

105 

104 

109 

136 

130 

150 

122 

109 

140 

142 

124 

180 

176 

207 

thJdme8twSin  the  main  tables  are  the  Iatest  available  in  the  Department  at 

Es  imTtes  ol  plT*  ° ‘^  C?mmittee  °n  the  CiviI  went  to  prLs! 

stimates  of  numbers  entering  further  and  higher  education  are  liable 

trends  and 'in  resvo™  Td^  f 3 r£SUlt  °f  further  exami™tion  of  underlying 
detailed  b Sp0nse  t0  developments  in  Government  policy.  Though  the 

o tdtbrS  ^ Change  *°  S°me  eXtent’  broad  conclusions of  the  kind  set 
ut  in  the  preceding  paragraph  are  unlikely  to  be  substantially  affected 
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Destinations  of  school-leavers  (England  and  Wales) 

School  academic  year 
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School  academic  year 

1980- 

81 
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Boys  and  Girls 
Flow  from  schools: 

To  universities 

(a)  Science,  technology 
disciplines 

(b)  Medicine,  dentistry  and 
health 

(c)  Arts,  social  science 

(d)  Outside  England  and 
Wales 

Total 

To  colleges  of  education * 

To  full-time  advanced  further 
education 

{ a ) Science,  technology 
( b ) Arts,  social  science 

Total 

To  full-time  non-advanced  further 
education 

To  employment 

3+  “A”  passes  in  G.C.E.  in 

(a)  Science 

( b ) Arts,  social  science 

(c)  Others 

Total 

l “A”  passes  in  G.C.E.  in 

(a)  Science 

(b)  Arts,  Social  Science 

( c ) Others 

Total 

l “A”  pass  in  G.C.E.  in 

(a)  Science 

(b)  Arts,  Social  Science 

(c)  Others 

Total 

5+  “O”  passes,  no  “A”s  in 
G.C.E. 

Less  than  5 “O”  passes  in  G.C.E. 

Total  all  leavers 

“ ~n'  ■ *>' IWl  ~htWWl  nfMtl 
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Recruitment  to  the  Administrative  and  Executive  Classes 
TCjeassesen  t0  r£CrUit  *°  the  administra‘ive  and  Executive 


1.  Introduction 

..  L1,Sel“tion  established  posts  in  the  Civil  Service  is  by  written  examina 
tion,  by  interview  before  a Selection  Board,  by  objective  or  aptitude“este  or 
y extended  tests  and  interviews  (commonly  if  innacuratelv  tarmpi  “ n ’ 
Selection  tests  ”)  lasting  some  two  days,  or  by  LSSlS 

,meKr?d  18  emp'0yed  the  aim  is  the  to  assesseacl^mndidates 
aTofie  r abi‘  Ily;iPerSOnaIlty’  Potentiality  and,  where  relevant,  his  profession- 
f o r J hmCa\  SfklU  ln  relatl0n  t0  the  requirements  of  the  post  to  bePfilled  and 
to  recommend  for  appointment  those  considered  suitable*. 

J^lhLA^ZtrTe  C,7> ?'■  At  AsSiStant  PrinciPal  level  candidates  are 
se  ected  by  means  of  a qualifying  written  examination  in  general  subiects 

n°“  eithfr  by interview  before  the  Final  Interview  Bomd  and  wntten 
bv  tests™  °,ptl°nal.academic  sub)^ts  at  honours  degree  level  (Method  I)  or 
by  tests  and  interviews  at  the  Civil  Service  Selection  Board  lasting  two  days 
and  an  interview  before  the  Final  Board  (Method  HJt.  S y 

acflHprn^th°d  1 SUCCes®  is  determined  by  the  aggregate  mark  for  interview  and 
Bomd  papers:  m Method  11  by  the  mark  awarded  by  the  Final  Selection 

tJt'L^kfT  f?r  *e  Administrative  Class  at  Principal  level  is  similar  to 

here  is  nn  ^i^  Under  Meth°d  bUt  f°r  0ne  form  of  1 recruitment 

mere  is  no  written  qualifying  examination. 

sssr the 
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1.4  Selection  for  the  Administrative  Class  at  Assistant  Secretary  level  (two 
or  three  posts  a year)  is  by  means  of  a preliminary  interview  of  those  who 
from  their  qualifications  and  experience  seem  most  suitable,  and,  for  those 
who  in  the  light  of  these  interviews  merit  further  consideration,  an  interview 
before  the  Final  Selection  Board. 

1.5  The  Executive  Class.  Recruitment  to  the  Executive  Class  among 
candidates  between  the  ages  of  17§  and  24  (recently  raised  to  28)  is  by  interview 
of  those  with  prescribed  G.C.E.  qualifications  including  passes  at  Advanced 
level,  or  with  equivalent  qualifications. 

Among  candidates  from  Her  Majesty’s  Forces  or  Her  Majesty’s  Overseas 
Civil  Service  selection  is  by  means  of  a qualifying  written  examination  in 
general  subjects,  from  which  candidates  with  appropriate  qualifications  are 
exempt,  together  with  an  interview:  success  depends  on  the  mark  awarded  by 
the  Selection  Board. 

1.6  The  Clerical  Class.  Over  a large  part  of  the  Clerical  field  selection  has 
been  delegated  to  departments.  Candidates  must  have  an  educational  qualifi- 
cation based  on  the  Ordinary  level  of  the  General  Certificate  of  Education  (or 
equivalent  qualification).  The  Commission  itself  also  recruits  Clerical  Officers 
in  London  to  supplement  the  efforts  of  departments,  both  from  candidates 
with  G.C.E.  etc.  qualifications  as  described  and,  for  those  without  academic 
qualifications,  by  means  of  a written  examination  of  a general  nature.  For 
candidates  under  20  and  for  those  from  Her  Majesty’s  Forces  and  Her 
Majesty’s  Overseas  Civil  Service  success  is  determined  by  the  mark  awarded 
in  the  written  examination : for  other  candidates  selection  is  by  interview  of 
those  who  reach  a qualifying  standard  in  the  written  examination.  Most 
recruitment  to  Clerical  Assistant  posts  is  on  similar  lines,  but  rather  lower 
educational  qualifications  are  required:  and  see  para.  4.1. 

1.7  Scientific , Professional  and  Technical  posts.  For  the  large  number  of 
posts  for  which  candidates  are  required  to  have  some  particular  scientific, 
professional,  academic  or  technical  qualification,  and  sometimes  relevant 
practical  experience,  selection  is  by  interview.  Scientists,  engineers,  architects, 
accountants,  lawyers,  doctors,  psychologists,  librarians,  and  a wide  range  of 
other  specialists,  as  well  as  their  supporting  staff — technicians,  draughtsmen 
etc. — are  selected  in  this  way. 

2.  Written  Examinations 

2.1  Selection  by  written  examination  is  the  traditional  method  of  entry  to 
the  Civil  Service,  and  was  for  long  the  sole  method.  For  the  greater  part  of 
the.  Commission’s  history  written  examinations  meant  examinations  in  acad- 
emic subjects.  Thus  the  main  part  of  the  pre-war  selection  procedure  for  the 
Administrative  Class  was  a written  examination  in  optional  academic  subjects 
at  honours  degree  level.  For  the  Executive  Class  the  examination,  before  and 
for  some  years  after  the  war,  was  of  the  type  and  standard  of  the  Higher 
School  Certificate  or  the  Advanced  level  of  the  General  Certificate  of 
Education.  For  the  Clerical  Class  the  examination  similarly  consisted  of 
papers  in  the  main  range  of  school  subjects,  set  and  marked  at  School  Certifi- 
cate level  and,  later,  the  Ordinary  level  of  the  General  Certificate  of  Education. 
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Recruitment  to  the  Waterguard  Service  and  om 

and  Excise  Department,  and  to  some  minor  d °®cer  grade  in  the  Customs 

academic  examinations.  dePartmental  grades,  was  also  by 

Second^WOTldb^^^a^bee^  the°S^st°comi5l^*d^  Procedures  s'nce  the 
academic  examinations,  and  the  introduction5  of  dlsapPfarance  of  these 
recruitment  either  based  on  examinations  wWrh  Schemes  of 

taken  dutingthecourseoftheirschooloruniversVcarem^ro  ^ a‘ready 

of  a more  general  character  Clerical  ria^  r y careek,  °ron  examinations 
Certificate  of  Education^^S 

examinations  for  the  Clerical  Class  in  lQfit  ulZ  ’■*  non-academic  ” 
Class  by  interview  of  candidates  with  G C F craitmen£  to  the  Executive 
at  Advanced  level  began  in  1956  The  last  of 'the^'0115  mcluding  Passes 
examinations  for  the  Executive  Cl  asl  wa!  held in 

Class  at  the  beginning  of  1966.  1963’  3 d for  the  Clencal 

ex^^ontoCSi&S^^^  iS  n°W  the  Method  1 

decline  in  the  popularity  of  Method  T must  t reasons  ror  the 

Final  degree  examinations  or,  if  they  have  left  university  to  take  an 
examination  of  this  kind  when  they  have  been  away  from  academic  study 
for  any  length  of  time,  and  also  in  the  fact  that  the  examln tioTcanno" 
begin  until  university  degree  examinations  have  taken  place  TWs  make 
’ nd”es°Sltf  6 f°rt  thS  Commlssion  to  hold  the  examination  before  July 
The  ™ -“nnf0  fibe  fent  t0  candldates  until  about  the  second  week  in  August’ 

The  majority  of  final  year  students  are  likely  to  want  to  have  their  futoe 

n hf  ^ betf0reihe  C.nd  0f  the  academ>c year.  Moreover,  the  wide  variations 
m the  content  of  first  degree  courses,  the  growth  of  new  specialisations  and 
the  very  wide  choice  of  special  subjects  and  optional  subjects  in  university 
courses,  have  made  it  increasingly  difficult  to  devise  syllabuses  for  the  Com- 
mission s examination  which  adequately  reflect  all  the  main  degree  courses 
the  umversiks  of  the  United  Kingdom,  and  so  cater  fairly  for  all  potential 

6?ld1Z  ThlVre  a'ready  °Ver  I5°  paperS  in  the  exa  Jnation  (Conly 

is  row  f I eXaAmmatlT this  year)’  and  the  sy*labus  in  many  subject 

now  unsatisfactory.  A very  large  expansion  would  be  needed  to  bring  it 

more  m line  with  current  university  teaching.  This  is  impracticable,  and  even 
« It  were  possible  the  examination  might  be  only  marginally  improved. 

2.4  Method  II  has  many  advantages  over  Method  I.  It  involves  no  further 
cademic  examination,  on  a syllabus  which  may  not  correspond  too  well  with 
a candidate  s degree  course,  and  most  candidates  competing  by  Method  II 
can,  if  they  take  the  January  qualifying  examination,  know  their  results  in 

in  thf™  the  year-  1116  meritS  0f  Method  n>  and  the  inherent  defects 

m the  Method  I examination,  make  it  reasonable  to  expect  that  recruitment 
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to  the  Administrative  Class  by  means  of  an  academic  honours  degree  type 
examination  is  reaching  the  end  of  its  very  long  history. 

2.5  But  if  academic  type  examinations,  save  for  the  Administrative  Class 
(Method  I),  are  a thing  of  the  past,  written  examinations  of  a different  kind 
still  play  a considerable  part  in  the  work  of  the  Commission.  In  1965  some 
53,500  candidates  took  the  Commission’s  examination  papers  in  some  50 
examinations.1  For,  while  most  of  the  recruitment  to  the  Clerical  and  Clerical 
Assistant  Classes  is  based  on  the  academic  qualifications  candidates  have 
obtained  during  the  course  of  their  school  careers,  a good  deal  of  recruitment 
in  this  field  is  by  means  of  written  examination  for  candidates  who  lack  formal 
academic  qualifications.  These  are  not  examinations  in  academic  subjects 
but  tests  of  the  skills  relevant  to  the  job,  and  they  damand  broadly  the  same 
standard  of  basic  intellectual  ability  as  that  required  to  obtain  the  alternative 
G.C.E.  qualifications.  Thus  Clerical  Class  papers  involve  exercises  in  the  use 
and  understanding  of  English  and  in  simple  figure  work,  and  objective  tests 
of  mental  ability  and  reasoning  power,  together  with  a general  paper  designed 
to  give  candidates  an  opportunity  to  show  their  general  knowledge  and  aware- 
ness of  matters  of  current  interest  and  importance.  Papers  of  this  kind  can  be 
used,  with  suitable  modifications,  to  assess  both  those  who  are  still  at  school 
or  have  just  left,  and  older  people  whose  school  days  may  be  long  behind  them. 
Papers  of  similar  though  simpler  type  are  used  as  one  method  of  selection  in 
the  Clerical  Assistant  field,  and  variants  of  these  papers  are  also  used  in 
Executive  Class  recruitment  among  members  of  Her  Majesty’s  Forces  and 
Her  Majesty’s  Overseas  Civil  Service  and  in  selection  of  Officers  of  Customs 
and  Excise  and  Assistant  Preventive  Officers  in  the  Customs  and  Excise 
Department. 

2.6  The  organisation  of  the  Commissioners’  written  examinations  is  one 
of  the  responsibilities  of  the  Director  of  Examinations,  who  has  a staff  of  four 
Senior  Assistant  Directors  and  nine  Assistant  Directors  each  of  whom  is  a 
specialist  in  one  subject  or  group  of  subjects.  Normally  they  will  have  had 
teaching  experience  either  in  schools  or  universities,  or  some  other  closely 
relevant  experience.  The  Commissioners  have  a panel  of  occasional  examiners 
who  assist  them  on  a fee  basis.  They  are  almost  entirely  members  of  school 
and  university  staffs  engaged  in  teaching  at  the  level  of  the  examination 
involved.  The  Assistant  Directors  consider  draft  question  papers  set  by  these 
examiners,  and,  by  correspondence  and  discussion  with  examiners,  assist  in 
bringing  papers  to  their  final  form.  They  are  also  responsible  for  ensuring 
that  appropriate  standards  of  marking  are  maintained,  and  consider  each 
examiner’s  marking  both  by  a scrutiny  of  samples  of  candidate’s  answers  and 
by  a study  of  “ statistical  ” information,  particularly  of  the  distribution  of 
each  examiner’s  marks,  produced  in  the  Commission;  they  then  suggest 
whatever  mark  adjustments  may  be  called  for  to  maintain  a consistent 
standard  of  entry  to  the  grade  and  to  ensure  uniformity  when,  as  is  frequently 
the  case,  the  number  of  candidates  is  so  large  that  many  examiners  are  called 


In  addition  the  Commission  in  1965  conducted  promotion  examinations  for  the  Police 
Forces  of  England  and  Wales  with  some  21,000  candidates.  There  were  also  40  small  scale 
examinations  for  minor  posts  involving  around  2,000  candidates ; and  50  Language  Allow- 
ance examinations  for  the  Diplomatic  Service,  the  Service  Departments  and  certain  Home 
Departments. 
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upon  to  mark  the  work  in  one  paper.  Thev  a nH  a • _ 

also  give  careful  scrutiny  to  the  work  of  ranrivi  Se.mor  Assistant  Directors 
pass  line  to  make  sure  ^ above  or  below  the 

area  have  been  fairly  and  justly  dealt  with.  candldates  m the  critical  mark 

2.7  Written  examinations  of  the  kind  now  used  hv  th*  rv  ■ . 
papers  of  a general  rather  than  of  an  academic  character w. TSS‘°n’ 
merit  m that  they  test  relevant  abilities  and  skills  hm  tw  k considerable 
disadvantage,  namely  that  large-scale  rmmfnm  -a  ut.they  have  one  obvious 

nothing  has  been  overlooked,  that  marks  have  been  proper^  entere^on  the 

ran  be  studied"  bv  th  l043'3  COrrect  before  ^ch  examiner’s  marking 
“b/tud-d  by.,the  Directorate.  Candidates  may  not  get  the  final  printed 
table  of  marks  until  some  six  and  a half  weeks  after  the  examination  even  where 
he  exammation  is  on  a small  scale,  and  it  may  be  as  much  afl6  weeLTor  a 
rge  operation,  though  result  letters  are  sent  to  candidates  some  six  weeks 
before  the  printed  table  of  results  is  ready  for  despatch.  Where  an  Se^ew 
follows  a qualifying  examination,  a country-wide  interview  programme  must 
be  arranged  as  soon  as  the  list  of  qualified  candidates  is  avmlable  and 
referees  reports  must  be  obtained  on  those  coming  before  the  Selection  Board  ■ 
he  wrine  Cannot  begm  untl1  between  eight  and  eleven  weeks  after  the  date  of 
uuicWv  aftereXatmin  f ■ a,thoUgl1  a11  candidates  are  told  their  results 
written  ml  !!™"’  flection  procedures  involving  a combination  of  both 
™rv  con?  r and  “tervlew  are  Protracted.  The  Commission  staff  are 
PoiL  at  wh?cUh  no  l t0  deal  SPeedUy  With  candidates’  ba‘  there  comes  a 

theh  accmacy  f her  haStenmg  of  Processes  can  be  done  without  risk  to 

3.  Selection  by  interview 

°Ver  a lar8e  pttrt* 2  of  the  recruitment  field  selection  is  by  interview 
one  from  among  those  with  prescribed  educational,  professional,  scientific 

with  orn  afLqUf  lfiC  niODS’  01  ln  some  cases  with  certain  specified  experience 
,l  r W'thont  qualifications.  The  organisation  and  direction  of  this  work 
snared  by  the  Director  of  Examinations  and  his  staff  and  the  Scientific  and 


lo^«  flfSSSto  of  1 ■"  types  for  32 

Directorates 

2 “ Interview  onh-  »»  „ , _ Examinations  Science  and  Engineering 

Anierview  only  competitions  m 3965:  206  nc  v 

Applications  17  000  noon 

Candidates  interviewed  10*700  6*300 
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Engineering  Directorate.  This  Directorate  is  headed  by  the  Scientific  and 
Engineering  Adviser,  who  is  a Commissioner,  and  two  Deputy  Commis- 
sioners, with  a small  supporting  staff  of  scientists  and  engineers.  Selection  by 
interview  is  the  only  method  used  by  the  Scientific  and  Engineering  Directorate 

3.2  For  this  kind  of  selection,  candidates  are  asked  to  apply  by  a closing 
date  which  is  normally  between  two  and  three  weeks  after  the  appearance  of 
an  advertisement  in  the  national  press  and  in  any  specialist  publications  that 
may  be  appropriate.  A short  list  is  in  general  drawn  up  within  three  days  of 
the  closing  date,  and  interviews  are  held  within  fifteen  working  days  after  the 
short  list  is  determined.  This  interval  is  necessary  to  give  candidates  reason- 
able notice  and  to  allow  for  arrangement  of  accommodation,  reproduction  of 
application  forms  and  reports  for  board  members,  and  obtaining  reports 
from  referees.  (In  some  cases,  particularly  for  more  senior  posts,  and  in  all 
Scientific  Officer  recruitment,  referees’  reports  are  obtained  before  the  short 
list  is  prepared ; this  lengthens  the  time  between  application  and  interview  a 
little).  A candidate  is  normally  told  the  result  of  his  interview  within  four  days. 
When  the  number  of  candidates  is  small  the  period  from  application  to 
result  can  often  be  shortened. 

3.3  In  recruitment  to  the  Executive  Class  competitions  are  advertised  and 
Schools  and  University  Appointments  Boards  informed  many  weeks  before 
the  closing  date,  and  candidates  willing  to  accept  a post  in  London  are  inter- 
viewed before  the  closing  date  and  as  soon  as  possible  after  reports  have  been 
obtained  on  them  from  schools  and  universities.  (In  London  there  are  now 
posts  for  all  suitable  candidates,  but  for  posts  in  many  parts  of  the  provinces 
and  in  Scotland  it  is  still  a matter  of  selecting  the  best  from  a number  of 
suitable  candidates). 

3.4  For  some  grades  recruitment  is  continuous  throughout  the  year,  i.e. 
there  is  no  fixed  closing  date,  and  candidates  are  interviewed  as  soon  as  possible 
after  application.  This  is  appropriate  where  there  are  many  posts  to  be  filled, 
where  a steady  flow  of  applications  can  be  expected,  and  where  there  will  be 
posts  available  for  all  suitable  candidates. 

3.5  The  interview  boards  used  for  this  form  of  selection  normally  comprise 
a Chairman  and  at  least  two  and  not  more  than  four  members.  The  Chairman 
is  either  a senior  member  of  the  Commission  staff  or  a member  of  the  panels 
of  interviewers  maintained  by  the  Directorates.  The  Directorate  of  Examina- 
tions panel  consists  principally  of  retired  administrative  and  senior  executive 
civil  servants,  Headmasters,  and  Inspectors  of  Schools  and  includes  a few 
former  members  of  the  Overseas  Civil  Service  and  the  Armed  Forces.  The 
Scientific  and  Engineering  panel  consists  exclusively  of  scientists  and  profes- 
sional men  (most  of  whom  are  also  retired  civil  servants),  and  in  selecting  the 
chairman  for  a board  the  Directorate  tries  to  arrange  that  the  Chairman’s 
profession  is  related  to,  if  not  the  same  as,  that  of  the  candidates  being  inter- 
viewed. Members  of  the  Scientific  and  Engineering  Directorate  themselves 
spend  a significant  part  of  their  time  on  interviewing  work,  most  of  it  as 
Chairman  of  Selection  Boards. 

3.6  If  the  posts  to  be  filled  are  in  the  Executive  and  Clerical  Classes,  the 
Board,  in  addition  to  the  Chairman  and  one  or  two  members  of  the  Com- 
missioners’ panel  of  interviewers,  will  also  contain  one  or  more  serving  civil 
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professional  or  specialist  grade  for  which  the  . V ■ , 1 tfl 

soineone  from  the  EstabLmen/s 

include  an  independent  ” member  who  is  an  n,  , always 

or  academic  field  of  the  appointment  but  is  not  connected  whh  t“e' ^departmem 
in  which  it  is  being  made— in  manv  cases  the  ,ulLne °ePart“ent 

outside  the  Civil  Service,  but  in  others  (mainly  on  the  ScLififeTanVLg1;™ 
eenng  »de)  he  is  a serving  professional  officer  from  another  department 

■ 3-8,For  ‘he^dmi"istrative  Class  the  Board  consists  of  seven  members 
including  the  First  Commissioner  as  Chairman.  Other  members  will  be 

frTmT  M SerVantS’  tW°  Univers>ty  rePr™ives,  and  members 

woman  Management  °r  Trade  Union  of  industry.  One  members  a 


■ nP°Stf  reqmrmg  knowledge  or  experience  in  a particular  field  the 
Selection  Board  will  of  course  question  a candidate  on  appropriate  technical 
or  professional  matters,  and  attempt  to  assess  the  value  of  his  knowledge 
his  experience,  and  his  capacity  in  his  own  field.  To  gain  further  insight  into 
his  personality,  they  will  also  discuss  more  general  matters,  particularly  for 
posts  where  personal  effectiveness,  the  ability  to  get  on  with  other  people  or 

abihty  “ 3 mCm  1 °f  3 tCam  bS  “ imP°rtant  as  purely  technical 


3.10  In  more  general  recruitment,  e.g.  to  the  Executive  and  Clerical  Classes 
where  most  candidates  can  have  had  no  experience  of  the  work  involved  they 
must  be  judged  on  their  broad  intellectual  ability  as  revealed  by  their  academic 
records  (or  their  marks  m the  Commission’s  qualifying  examination)  and  their 
qualities  of  mmd  and  personality  as  revealed  at  interview.  The  Board  will 
question  candidates  and  endeavour  to  stimulate  discussion  mainly  on  subjects 
connected  with  their  own  experience  and  interests  in  order  to  bring  out  their 
personal  qualities  and  the  use  they  have  made  of  their  opportunities.  Candi- 
dates are  usually  expected  to  have  some  broad  knowledge  of  matters  of 
importance  at  the  present  time. 

VJ.  ThC  Board  members  are  not  interested  in  the  candidates’  views  as 
such  but  m their  ability  to  express  them  and  support  them.  In  all  cases  the 
Board  will  take  into  account  the  candidate’s  whole  record  as  well  as  his 
performance  at  the  interview,  and  reports  from  schools,  employers  eta 

3.12  Interviewing  is  not  an  exact  science.  It  has  the  advantage  of  apparent 
simplicity  and  brevity  as  a selection  technique,  but  it  would  be  unreasonable 
to  suppose  that  in  an  interview  lasting  some  30  or  40  minutes  one  can,  in  all 
cases,  be  certain  of  obtaining  a true  picture  of  a candidate’s  intellectual 
calibre,  his  attitude  and  motivation.  But  the  multiple  judgements  of  members 
of  an  interview  board  carefully  chosen  to  avoid  too  great  a uniformity  of 
background  experience,  age  and  interest,  and  the  assessment  arrived  at  after 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


304 


Selection  procedure  for  Civil  Service  Appointments 

discussion,  enable  candidates  to  be  placed  in  broad  bands  of  comparative 
merit  probably  as  well  as  any  other  method  save  the  two-day  tests  and  inter- 
views at  the  Civil  Service  Selection  Board. 

3.13  Each  interviewer  must  make  contact  with  the  candidate  in  his  own  way 
and  according  to  his  own  personality,  but  interviewing  demands  careful 
preparation  and  considerable  skill  and  it  should  not  be  assumed  that  anyone 
is  capable  of  becoming  an  effective  interviewer.  But  if  there  can  be  no  hard 
and  fast  rules  for  interviewing,  there  are  certain  principles  which  the  Com- 
missioners consider  important,  and  a copy  of  the  confidential  “ Notes  for 
Interviewers  ” giving  general  guidance  to  interviewers  is  included  among 
each  member’s  Board  papers. 

4.  Selection  by  Objective  Tests  etc. 

4.1  In  recruitment  to  a number  of  posts  “ objective  ” tests  devised  by  the 
Commission’s  Research  Unit  are  used.  These  tests  are  used  in  the  recruitment 
of  Clerical  Assistants  in  London  from  among  candidates  who  lack  the 
prescribed  educational  qualifications  and  who  are  given  “ on  the  spot  ” tests 
as  and  when  they  apply.  They  are  also  used  in  recruitment  of  Postmen  and 
Overseas  Telegraph  Officers  (the  administration  of  the  tests  being  delegated 
to  the  Post  Office)  and  of  Prison  Officers.  An  Intelligence  Test  is  included  in 
the  examination  for  the  Clerical  Class  and  in  the  examination  for  the  Executive 
Class  among  candidates  for  the  Forces  and  the  Overseas  Civil  Service,  and 
Objective  Tests  are  part  of  the  examination  for  Postal  and  Telegraph  Officers. 

4.2  These  tests,  produced  by  the  Research  Unit  since  1945,  have  been 
variously  called  “Aptitude  Tests  ”,  “ Objective  Tests  ”,  and  “ Short-Answer 
Tests  These  terms  refer  to  what  the  tests  measure,  how  they  are  marked,  and 
the  form  they  take;  but  none  is  an  entirely  apt  description.  The  traditional 
essay  may  assess  aptitude,  a conventional  mathematics  paper  may  be  objectively 
marked,  and  teachers  daily  use  short-answer  tests  to  judge  the  knowledge  of 
their  pupils;  yet  none  of  these  types  of  examination  is  exactly  what  the  Unit 
produces.  Briefly,  the  tests  produced  are  carefully  constructed  measuring 
instruments,  which  can  give  a relatively  quick,  objective,  and  quantitative 
answer  to  the  question,  “ How  good  is  the  candidate  in  a certain  respect?  ” 
With  these  tests  the  examiner  uses  his  skill  at  the  preparatory  stage,  before 
the  tests  are  given,  and  it  is  this  that  characterises  the  Unit’s  tests  and  dis- 
tinguishes them  from  examination  or  interview. 

4.3  The  method  involves  trying  questions  experimentally  before  use  and 
their  systematic  assemblage  into  tests  of  known  difficulty  and  adequate  con- 
sistency. Such  tests  can  then  be  used  on  as  many  candidates  as  required, 
enabling  the  Commission  to  examine  large  numbers  with  a degree  of  thorough- 
ness and  more  speedily  and  economically  than  might  otherwise  have  been 
possible. 

4.4  In  the  early  post-war  years  questions  were  tried  out  experimentally  on 
2,000-3,000  volunteers  a year.  Probably  the  peak  was  reached  in  1955  when 
about  3,400  volunteers  were  used.  Since  then  the  number  has  declined  with 
the  accumulation  of  questions,  already  tried,  that  can  be  used  again  in 
judicious  combination  with  other  questions,  both  old  and  new.  Now  questions 
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are  tried  only  occasionally,  1,000  volunteers  perhaps  being  used  to  add  200 
new  questions  to  the  existing  pool.  But  these  numbers  vary  with  the  type  of 
question.  When  questions  of  a new  type  are  tried  for  the  first  time,  some  may 
be  rejected  and  never  reach  the  pool.  With  questions  of  an  old  type  this  “e% 
rarely  happens,  since  it  is  possible  to  acquire  a certain  degree  of  skill  in  making 
Xfr  consequently  the  trials  yield  maximum  returns.  Thus  from 

1945  to  1966  progressive  experience  has  made  it  possible  to  construct  tesfr 
more  efficiently  and  more  economically.  This  trend  may  be  expected  to 
continue.  ^ 

4.5  But  throughout  the  period  new  types  of  test  have  been  introduced 
whenever  required,  and  some  of  those  devised  by  the  Unit  are  we  believe 
completely  new.  * 

c-4'6  ,T„h'Umfs  leStS  hiive  not  been  confined  exclusively  to  initial  selection. 
Since  1957  a set  of  tests  has  been  used  to  aid  departments  in  assigning  staff 
usually  Executive  Officers,  to  Computer  Programming  duties  This  job' 
which  began  in  a small  way,  may  prove  to  be  one  of  the  most  important  the 
Ifrut  has  undertaken  and  certainly  one  of  the  most  far-reaching  in  its 
effects,  since  the  tests  have  also  been  used  on  behalf  of  divers  bodies  outside 
this  Service,  such  as  the  Australian  Government,  the  Government  of  Eire  the 
Government  of  Northern  Ireland,  the  U.K.  Atomic  Energy  Authority  ’ the 
Central  Electricity  Generating  Board,  the  Steel  Industry,  London  University 
and  I.C.T.  In  the  last  case  the  tests  were  lent  and  the  Company  itself  gave 
them  to  an  estimated  six  thousand  candidates  drawn  from  its  own  staff  and 
the  staffs  of  its  customers.  Some  of  the  programmer  test  material  has  been 
translated  into  braille  and  used  this  year  in  the  selection  of  twelve  blind  pro- 
grammers,  the  first  to  be  employed  in  this  country.  The  number  of  programmer 
candidates  tested  by  the  Unit  rose  between  1958  and  1963  from  about  300  to 
800  a year;  it  rose  further  to  1,500  in  1964  and  to  2,000  in  1965. 


5.  The  Civil  Service  Selection  Board 

5.1  The  Civil  Serice  Selection  Board  (C.S.S.B.)  has  probably  attracted 
more  attention  since  the  war  than  other  important  aspects  of  the  Commission’s 
methods  of  selection  for  the  Administrative  Class  of  the  Home  Civil  Service 
and  the  Diplomatic  Service.  This  is  understandable,  though  it  should  be 
realised  that  it  is  a preliminary  advisory  Board  forming  a part  only  of  the 
selection  machinery;  and  now  that  it  has  been  running  for  more  than  20  years 
it  can  no  longer  be  regarded  as  a novelty. 

5.2  Historical  Background 

(a)  The  Civil  Service  Selection  Board  involves  the  use  of  what  are  often, 
if  inaccurately,  described  as  Group  Selection  methods.  They  are  now 
common,  and  not  only  in  this  country.  They  are  used,  for  example, 
sometimes  with  adaptations,  in  the  United  States  (not  widely). 
West  Germany,  Australia,  Pakistan  and  Nigeria.  In  this  country  they 
are  used  not  only  by  the  Commission  but  by,  for  example,  the  Nationffi 
Coal  Board,  the  U.K.  Atomic  Energy  Authority,  a number  of  large 
private  concerns,  all  three  of  the  Armed  Services,  the  Police  and  Fire 
Services,  and  the  Anglican  and  Scottish  Churches. 
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lb)  All  these  Boards  are  descended  from  the  War  Office  Selection  Board 
set  up  during  the  second  World  War  to  meet  acute  difficulties  in 
officer  selection  in  the  Army ; many  of  them  bear  a family  likeness 
m varying  degrees,  to  the  Civil  Service  Selection  Board  which  has 
had  a considerable  influence  on  developments  in  this  field. 

(c)  When  the  last  war  came  to  an  end  the  Civil  Service  Commission  was 
faced  with  the  task  of  filling  the  vacancies  in  the  Home  Civil  Service 
and  the  Foreign  Service  which  had  arisen  since  1939  F0r  the 
Administrative  Class  and  for  the  Senior  Branch  of  the  Foreign 
Service  the  traditional  type  of  academic  examination  seemed  to  the 
Commission  to  be  inappropriate  for  candidates  whose  studies  had 
been  affected  by  the  war,  and  the  Commission  rightly  rejected  the 
idea  of  a single  Board  interview  as  likely  to  prove  much  less  thorough 
and  reliable  than  the  pre-war  method  of  selection.  So  it  adopted  in 
principle  the  methods  of  the  War  Office  Selection  Board,  though  with 
a number  of  differences:  the  Civil  Service  Selection  Board  was  made 
advisory  and  followed  a qualifying  written  examination  in  general 
subjects;  physical  tests  were  not  included,  and  there  was  much  more 
emphasis  on  intellectual  capacity  and  on  paper  work  to  test  this 
Instead  of  using  Psychiatrists  the  Commission  used  Psychologists 
for  various  reasons.  At  the  War  Office  Selection  Boards  the  emphasis 
was  on  detecting  candidates  who  would  be  likely  to  break  down  under 
exceptional  stress  in  action,  so  that  it  was  reasonable  to  employ 
Psychiatrists  who  were  specially  skilled  in  detecting  abnormalities 
In  the  Civil  Service  context  the  strains  are  of  a quite  different  kind 
and  more  intellectual,  so  that  it  was  reasonable  to  prefer  to  employ 
Psychologists  whose  experience  has  been  mainly  in  dealing  with 
normal  rather  than  abnormal  people.  But  the  C.S.S.B.  process  owes 
a great  debt  to  the  Psychiatrists  and  even  when,  as  often  happens 
there  is  no  Psychologist  in  the  assessing  team,  the  methods  could  be 
described  as  fundamentally  psychological  ones. 

Id)  During  the  post-war  reconstruction  period,  between  1945  and  1949 
some  thousands  of  candidates  were  examined  at  C.S  SB  C S S B 

?,enSwnt0r?e  residential  in  1949>  although  in  other  organisations 
which  the  Commission  advises,  and  which  are  in  action  only  occasion- 
ally, the  residential  principle  is  maintained. 

tbl'AJireSent  r°lei' The  results  during  this  post-war  period  were  so  satisfactory 
Cn  n110*?113  ^as  distinct  from  reconstruction)  recruitment  was  resumed 
» rfn“ ^re’  With  CS-S-B-  as  its  distinctive  element,  took  its 
examW-  M?u  , > a onss'de  the  pre-war  method  involving  an  academic 

exammation  ( Method  I ) which  started  up  again  at  the  same  time. 

**?”»“*  ^.S.S.B.’s  mam  task  was  to  test  candidates  for  Assistant 
to  aTu  Pt?S’  ?"fClpally.  underSraduates  in  their  final  year,  during  February 
^ task  remams  Its  most  important  function,  but  the  Board  is 
tCl  rw11  T;  cont!nuous  sessi™  throughout  the  year.  One  reason  for 
nnlv  ™ 1 ca“dlda*es  who  were  previously  able  to  apply  by  Method  II  at 

" “ pen°d  f the,  may  now  apply  at  different  times  of  the  year,  and 

candidates  with  first  class  honours  and  higher  degrees  may  apply  at  any  time. 
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Another  reason  is  that  C.S.S.B.  is  also  used  in  selection  for  rt,  a ,,  ■ • . . 

%££££“  « °f  ->  - - -ssssttsrs 

ge,“de  * 

Overseas  Civil  Service  or  the  Armed  Fnrr^c  t „ 6 ,,  f.  in  tne 
the  late  twenties  and  thirties  who  are  thinking  of  a change  and  who^exper" 
Service!  “ USrfUl  ‘D  the  H°me  Civil  and  the  DfcSoX 

The  effect  of  all  this  is  a very  great  increase  in  C.S.S.B. ’s  work.  In  1965  the 
total  number  of  cand, dates  who  passed  through  C.S.S.B.  in  all  recruitment 
schemes  was  over  900,  compared  with  an  average  of  320  a year  in  1957  M 

fnnn  ^ 760  in  1964'  the  toXhkely  to  leach 

although  the  testing  is  not  carried  out  in  C.S.S.B  the  Chairman 
of  C.S.S.B.  is  responsible  for  advising  on  the  procedures  used  by  the  PoZ 
Service  and  the  Fire  Service  in  selecting  people  with  the  potential  to  fill  the“ 
top  posts_  There  is  a very  close  relationship  with  these  Services  and  with  the 
Home  Office,  which  extends  far  beyond  the  giving  of  advice.  There  is  a similar 
though  looser,  relationship  with  the  U.K.  Atomic  Energy  Authority  the 
Prison  Department  of  the  Home  Office  and  certain  Commonwealth  Public 
Service  Commissions. 


5 A Organisation  There  is  a resident  Directing  Staff  of  five,  one  of  them 
part-hme  and  two  liable  to  change  after  a maximum  of  two  years.  The  great 
bulk  of  the  actual  Board  work  must  be  done  by  part-time  assessors,  of  whom 
there  are  over  70,  doing  each  year  a number  of  Boards  varying  from  over 
twenty  to  five  or  six.  Candidates  are  tested  in  groups  of  5,  for  two  days,  with 
the  third  day  for  conferences  and  the  writing  of  reports.  Until  recently  the 
number  of  groups  being  tested  concurrently  did  not  exceed  3,  but  with 
increasing  numbers  there  are  now  usually  4 and  often  5 or  6 groups,  adding  to 
the  problem  of  maintaining  consistent  standards  amongst  groups  and  amongst 
intakes  To  speed  procedures  one  intake  may  start  before  the  previous  one  is 
finished,  and  Saturday  is  often  a working  day  (for  staff).  Usually  the  assessors 
are  two  m number  for  each  group,  a Chairman  and  an  Observer.  The  Chair- 
man may  be  a senior  public  servant,  serving  or  retired,  or  a senior  member 
of  a university  or  a headmaster;  the  Observer  a younger  serving  officer  in  the 
Administrative  Class  or  in  the  Diplomatic  Service,  or  occasionally  a univer- 
se don.  For  the  main  Method  II  entry  each  group  has  a third  assessor,  a 
Psychologist , who  is  usually  of  professorial  or  equivalent  status. 


5-5  Pre-Board  Information  available.  This  comprises; 

(a)  An  outline  of  the  candidate’s  career,  together  with  referees’  reports 
covering  record  at  school  and  university,  and,  where  appropriate,  in 
the  Forces,  and  in  civilian  employment;  personal  references  from  two 
referees ; 

(b)  The  marks  in  any  written  qualifying  examination  and  examiners’ 
brief  comments.  Where  the  candidate’s  scripts  have  been  reported 
on  as  a whole  by  the  Examinations  Directorate  in  the  Commission 
these  reports  are  of  great  value. 


5.6  Further  Information  available  ( apart  from  the  main  tests).  Each  candidate 
completes  two  forms  in  which,  among  other  things,  he  gives  his  spare-time 
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interests  and  offers  two  or  three  topics  which  he  will  be  prepared  to  discuss 
interview.  At  interview  he  is  asked  to  discuss  in  some  depth  at  least  one S 
topics  (he  has  been  warned  about  this  before  coming  to  C.S.S.B ) as  weh  a! 
topics  which  he  has  not  prepared.  ’ Wel1  as 

5.7  Main  Tests  There  are  no  secret  tests  or  mysterious  techniques  of 
assessment.  On  the  contrary,  the  procedure  is  described  in  fair  detail  to 

cond-dat  bef°re  they  COme'  At  the  Start  of  testinS  and  at  any  time  later 
amhdates  are  encouraged  to  ask  about  the  purpose  and  details  of  the  nro 

edure  and  are  given  as  full  and  candid  replies  as  possible.  Candidates^ 
told  also  that  the  procedure  is  not  cut-throat  and  that  it  is  to  their  advantage  to 
themselves.  colleaSu^  as  well  as  to  create  the  best  impression  of 

(1)  “ Analogous ” and  other  Practical  Exercises 

The  three  analogous  exercises  are  so  called  because  they  bear  some  analog 
to  the  work  which  the  successful  candidate  will  have  to  do.  They  are  for  the 
most  part  based  on  a lengthy  dossier  describing  an  admiiiu^ 
the’fi1’  ? though  imaginary,  has  a substantial  basis  in  fact.  (This  dossier— 
the •■Background  Story— which  takes  some  months  to  prepare  serves  through 

,°nU  haeN  t1f7ear'  7h,iS  year  the  Backgr°™d  Storyl  based  on  an  oh  strt 
m the  North  Sea  and  the  possible  sites  for  a refinery.  Previous  Background 

tu°r‘et -have  ?een  concerned.  for  instance,  with  the  setting  up  of  a Newtown 
the  siting  of  a new  airport,  the  housing  of  a Government  Department!’ 
n the  first  exercise  candidates  have  2\  hours  in  which  to  study  the  dossier 
d to  write  an  answer  (the  Written  Appreciation ) to  a question  of  policy 
bearing  on  the  situation.  In  the  second  each  group  forms  a committee  to 

alW^t0?61  POlKiy  problems  related  t0  the  antral  theme.  Each  candidate 'is 
allocated  a problem  and  has  had  half-an-hour  to  decide  how  to  tackle  it 
Each  m turn  takes  the  Chair  for  15  minutes  to  expound  his  problem  and  guide 

ermTef™:  ScUti0n;,  Eqif y imPOrtant  1 hiS  r0,e -n-nberoTthe 
■ .,1S  Committee  Exercise  provides  evidence  of  intellectual 

others7-’  P?ctlca!  ablIlty  and  judgment,  and  of  effectiveness  in  dealing  with 
^ nThe  Third  analogous  exercise  tests  ability 

based  on  Z n f “Iy'  Thls  Rafting  Test  lasts  45  minutes  and  may  be 
Appreciation.  a°kgr°Und  Story'  11  Is  mucfl  less  important  than  the  Written 

am?negrsVthemtL?rP  Disc“ssion  in  which  each  group  discuss  informally 
Place  on ^ the  first  mo  " a “ t0plCS  °f  current  importance.  This  takes 
the  Staff  •'TT8  and  aCtS  as  an  “ ice-breaker  ” as  well  as  providing 

he  Staff  with  their  first  impression  of  the  candidates  in  a group.  S 

00  Psychological  and  other  Tests 

abffiN  6 L^°StIy  .COSn“iV 6 t6StS  designed  to  measure  “Peets  of  intellectual 

W rnemal  abffitl  r Tests  which  provide  evidence  of 

cation  and  facility  hi  th°^8h  they  a conslderabie  educational  sophisti- 

the  results  have  mnr^  ?.gUage'  Foll°w-up  investigations  have  shown  that 
are  more  nurdv  T ‘°  SUC“SS  0D  the  J°b  than  have  tests  which 

In  eZSt  w - .ufmna*e  C0gmtive  ability-  There  is,  however,  a further 
unhurried  which  it  / not dependent  upon  verbal  skills  and  is  also  relatively 

d1ne  h mseff  i t;ry  X™??  as  a,furtber  cbeck  on  a candidate  who  has  not 
done  himself  justice  m the  verbal  ” Intelligence  Tests.  For  the  time  being 
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this  is  given,  m addition  to  the  other  tests,  only  to  candidates  reading  mathe- 
matics or  a scientific  subject.  The  Intelligence  Tests  have  proved  useful 
predictive  instruments,  comparing  favourably  with  most  other  parts  of  the 
selection  process.  They  are  interpreted  always,  of  course,  in  relation  to  other 
evidence  and  there  is  no  danger  of  anyone’s  career  being  determined  simply 
on  the  basis  of  the  results  of  any  Intelligence  Test.  But,  on  the  other  hand  it 
would  be  often  asking  for  trouble  to  ignore  that  result. 

There  is  a Statistical  Inference  test  which  gives  an  indication  of  ability  to 
think  numerically,  and  an  exercise  testing  the  range  but  not  the  depth  of 
General  Information  about  current  affairs,  not  too  narrowly  interpreted. 

A non-cognitive  and  minor  test  is  Self-Description , in  which  candidates 
write  short  descriptions  of  themselves  from  a friendly  and  from  a critical 
point  of  view. 


At  the  end  of  the  Board  each  candidate  is  asked  to  name  (by  secret  ballot) 
amongst  his  fellows  those  he  would  place  first  and  second  (a)  as  Civil  Servants 
(b)  as  holiday  companions.  This  “ mutual  ranking  ” provides  some  evidence 
about  the  impact  of  each  candidate  upon  his  contemporaries  (as  distinct  from 
his  impact  on  the  staff)  and  about  the  ability  of  candidates  to  size  up  their 
fellows.  It  is  a minor  but  occasionally  helpful  part  of  the  procedure. 


(iii)  Interviews 

These  are  a central  part  of  the  procedure  and  have  greater  reliability  than 
the  usual  individual  interview  due  to  being  held  in  the  context  of  so  much 
other,  and  relatively  more  objective,  evidence.  Interviews  last  some  40  minutes. 
The  special  “ fields  ” to  be  covered  depend  partly  upon  whether  there  are  two 
or  three  interviewers  and  partly  on  the  background  and  experience  of  the 
interviewers.  Too  much  overlap  is  guarded  against.  The  Observer  is  mainly, 
though  not  exclusively,  concerned  with  the  quality  of  the  candidate’s  mind; 
the  Psychologist  with  temperament  and  personality;  the  Chairman  has  a more 
general  brief  but  pays  special  attention  to  how  a candidate  has  spent  his  time 
since  leaving  school,  to  his  leisure  pursuits  and  to  his  reasons  for  seeking  a 
job  in  the  Public  Service. 

5.8  Staff  Conferences.  The  staff  exchange  information  and  views  about 
candidates  informally  at  any  stage,  and  formally  at  the  conferences  after  the 
marking  of  the  Written  Appreciation,  after  the  Group  Discussion,  and  after 
the  Committee  Exercise.  There  is  a short  conference  before  testing  starts,  to 
settle  “ tactics  ”,  and  there  are  sessions  on  interview  findings  throughout  the 
two  days.  At  the  Final  Conference  each  member  gives  a provisional  mark. 
Each  then  gives  his  reasons  for  that  mark.  Each  gives  an  assessment  of  the 
candidate’s  strengths  and  weaknesses,  on  the  evidence  both  of  performance 
and  record.  Where  there  is  substantial  difference  of  opinion,  the  evidence  is 
considered  afresh.  This  may  lead  either  to  an  agreed  verdict  or  to  “ agreement 
to  differ  ”.  As  a rule  there  is  not  a wide  gulf  amongst  the  opinions.  The  Chair- 
man is  responsible  for  seeing  that  the  Board  mark  represents  the  balance  of 
opinion,  and  that  non-C.S.S.B.  evidence  is  fully  considered. 

5.9  Reports.  Each  assessor  writes  a report  on  each  candidate.  This  produces 
less  overlap  than  might  be  expected,  since  each  member  has  his  own  approach, 
and  the  final  conference  gives  him  an  idea  of  the  line  that  his  colleagues  will 
take.  The  reports  seek  to  give  a picture  of  the  candidate,  to  estimate  his 
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prospects  in  the  Public  Service,  and  to  indicate  the  type  of  work  which  he  is 
likely  to  do  best.  Preceding  the  reports  is  a Board  summary  of  the  candidate’s 
performance  in  the  tests  and  exercises,  written  as  far  as  possible  in  objective 
terms.  The  Chairman,  before  writing  his  reports,  has  those  of  the  Observer 
and  where  applicable  the  Psychologist)  before  him.  If  they  have  said  all  that 
needs  to  be  said  he  restricts  his  own  report  to  a brief  concurrence,  but  where 
necessary  he  will  co-ordinate  their  views  whilst  also  expressing  his  own. 
The  Observer  and  Psychologist  will  have  vetted  each  other’s  reports  before 
handing  them  to  the  Chairman.  In  addition,  C.S.S.B.  gives  the  Final  Selection 
Board  its  summary  sheet— with  the  candidate’s  curriculum  vitae,  choice  of 
Service  and  Department,  Written  Examination  marks,  and  C.S.S.B.  mark — 
and  the  Referees’  Reports. 

5.10  General  Results.  The  success  or  failure  of  the  method  can  never  be 
known  with  certainty,  since  generally  speaking  only  the  careers  of  the  success- 
ful— about  1 in  3 or  4 of  those  who  came  to  C.S.S.B. — can  be  followed  up. 
Moreover,  it  is  often  difficult  to  be  reasonably  certain  about  ultimate  career 
achievement  until  candidates  have  spent  many  years  in  the  Service.  However, 
careful  follow-up  studies  have  been  made  of  the  performance  of  entrants 
through  C.S.S.B.  (and  also  by  Method  I)  during  post-war  years  including  an 
investigation  of  Reconstruction  entrants,  published  in  1950,  which  is  being, 
extended  this  year  to  a 20-year  Follow-up.  The  Commission  reported  in  1957 
that  between  1948  and  1956  Method  I and  Method  II  had  attracted  equal 
numbers  of  candidates  for  the  Administrative  Class,  and  that  the  great  majority 
of  those  successful  by  either  Method  had  proved  entirely  suitable.  Nearly 
half  of  those  recruited  by  Method  II  were  considered  capable  of  reaching  the 
highest  posts.  It  therefore  seemed  that  Method  II  had  completely  justified 
;tself ; but  also  the  abolition  of  either  Method  would  have  meant  the  loss  of 
;ood  candidates. 

In  the  light  of  the  Commission’s  1957  report,  the  Government  concluded 
chat  both  Methods  should  continue,  and  that  “ for  the  present  ” not  more  than 
half  the  vacancies  should  be  filled  by  Method  II  (White  Paper  on  Recruitment, 
Cmnd.  232,  July  1957).  Since  1957  Method  II  has  grown  steadily  in  relative 
importance  and  popularity  with  candidates,  and  the  restriction  of  the  Method  II 
intake  to  not  more  than  half  the  total  has  long  since  gone. 

We  shall  be  reporting  to  the  Committee  more  fully  later  on  the  results  of  a 
further  follow-up  which  is  currently  undertaken.  For  the  moment  we  give 
the  following  broad  assessments  based  on  an  extension  of  the  1957  review 
undertaken  4 years  ago  to  cover  further  entries  to  the  service  between  1957 
and  1961;  the  field  included  316  Method  I and  229  Method  II  entrants  from 
1948  and  1961  who  were  still  in  the  Service: 

Present  Performance 

Very  good  indeed  Distinctly  above  average  Well-up-to-standard 
Method  I 4.1  per  cent  27.9  per  cent  54.7  per  cent 

Method  II  13.6  per  cent  39.3  per  cent  41.0  per  cent 

13.3  per  cent  of  Method  I candidates  accordingly  were  thought  to  be  below 
standard,  and  6.1  per  cent  of  Method  II  candidates. 

Future  Promise 

A rank  above  Assistant  Secretary  Assistant  Secretary 
Method  I 31.0  per  cent  61.4  per  cent 

Method  II  48.9  per  cent  47.2  per  cent 
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Only  7.6  per  cent  of  Method  I candidates  and  3.9  per  cent  of  Method  II 
candidates  had  therefore  failed  to  fulfil  the  basic  criterion  of  acceptability,  a 
capability  of  rising  to  Assistant  Secretary. 

In  the  most  simplified  of  terms,  these  and  other  follow-up  results  indicate 
that  the  great  majority  of  Method  II  entrants  are  regarded  as  satisfactory  or 
better,  that  the  number  of  potential  “ fliers  ” is  encouraging,  that  relatively 
few  are  weak,  but  that  the  procedure  has  been  insufficiently  discriminating  and 
that  it  has  been  over-severe  in  that  a number  of  candidates  who  were  not 
recommended  would  have  done  adequately  had  they  been  recommended. 
The  lessons  learned  we  have  been  putting  into  practice  as  best  we  can. 

5.11  A further  note  on  C.S.S.B.  procedures  has  been  supplied  by  the 
Chairman  of  C.S.S.B.  and  is  at  Appendix  I. 

6.  Selection  Procedure  for  an  Elarged  Graduate  Entry 

6.1  The  Treasury  Note  on  the  Future  Structure  of  the  Civil  Service1 
envisages  a much  larger  graduate  entry,  building  up  to  perhaps  several  hun- 
dreds a year.  Within  this  entry  it  is  suggested  ahat  a proportion  might  be 
“starred  ” or  otherwise  designated  “ in  the  light  of  their  academic  records  and 
their  performance  at  the  selection  stage  The  point  is  then  made  that  this 
would  present  problems  in  evolving  a workable  selection  procedure. 

6.2  There  is  no  insuperable  difficulty  in  devising  a selection  procedure  for 
a scheme  of  this  nature  provided  the  Commission  is  adequately  staffed.  On  the 
assumption  that  it  would  be  necessary  to  take  into  account  both  the  new 
graduate  entry,  and  the  present  entry  into  the  Tax  Inspectorate  and  other 
similar  graduate  Departmental  Classes,  the  Commission  might  have  to  fill 
initially  not  far  short  of  300  graduate  posts  (outside  the  Scientific  and  Pro- 
fessional fields).  At  present  the  Administrative  Group  of  Competitions  pro- 
duces a field  of  about  950  candidates:  this  includes  some  150  applications  for 
the  Diplomatic  Service  only,  and  about  40  similarly  for  the  Special  Depart- 
mental Classes.  It  is  impossible  to  tell  what  the  new  field  for  300  graduate 
posts  might  be.  One  estimate  is  about  1200  and  it  might  be  possible  to  apply 
the  present  Method  II  procedure  involving  qualifying  examination,  tests  and 
interviews  at  the  Civil  Service  Selection  Board,  and  a Final  Interview,  to  a 
field  of  this  order. 

6.3  But  the  system  of  selection  for  a new  graduate  entry  must,  in  the 
Commissioners’  view,  be  capable  of  application  to  a much  larger  field  of 
candidates  in  future  years,  since  the  Service  will  have  to  look  to  the  Universities 
increasingly  for  the  type  of  candidate  who  has  hitherto  entered  the  Executive 
Class  from  the  Sixth  Forms  of  Grammar  Schools.  The  selection  procedure 
must  be  such  that  it  can  in  due  course  be  used  to  select  suitable  entrants  from 
up  to,  say  200  applicants  a year.  While  ideally  it  would  seem  desirable  to 
retain  the  Civil  Service  Selection  Board  Extended  Tests  and  Interviews  as  part 
of  the  selection  process  for  all  candidates,  it  is  unlikely  that  sufficient  people 
of  the  right  quality  and  experience  could  be  found  to  staff  the  Civil  Service 
Selection  Board  on  the  scale  required  for  a graduate  intake  considerably  in 
excess  of  the  present  one.  Selection  procedures  on  the  lines  of  those  used  at 


1 Volume  5,  Memorandum  No.  1. 
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present  in  the  Method  II  competition  for  the  Administrative  Class,  but  with 
the  simple  adjustment  of  a lower  pass  mark,  would  not  be  satisfactory. 
In  both  the  “ starred  ” entry,  (a  description,  incidentally,  about  which  some 
misgivings  have  been  expressed)  and  the  remainder,  the  commission  would  be 
looking  for  the  general  management  qualities  of  drive,  practical  commonsense 
and  acceptability  to  others,  and  some  of  those  who  at  present  fall  not  far 
below  the  level  of  acceptability  for  the  Assistant  Principal  grade  may  have 
very  high  intellectual  ability  but  be  lacking  in  just  those  personal  qualities 
which  would  be  demanded  of  all  members  of  an  enlarged  graduate  entry. 
The  “ starred  ” entry  would  tend  to  be  of  a higher  intellectual  calibre,  but 
both  streams  would  need  personal  qualities  of  a similar  order. 

6.4  The  Commission  therefore  favour  a selection  procedure  which,  while 
preserving  much  of  the  present  Method  II  system,  would  be  adaptable  to 
cope  with  an  expanding  entry,  and  which  would  make  it  possible  for  a graduate 
entrant’s  career  to  be  determined  rather  more  by  performance  on  the  job  in 
the  early  years,  and  less  by  performance  in  the  initial  selection  process,  than 
happens  under  the  present  grading  structure  and  selection  procedure. 

6.5  The  following  indicates  in  outline  a method  of  selection  which  might 
be  appropriate: 

(i)  A one  day  qualifying  examination  consisting  of  elements  of  the 
present  qualifying  examination  combined  with  objective  tests  of  the 
type  now  given  to  candidates  at  the  Civil  Service  Selection  Board 
and  others  specially  devised  by  the  Commission’s  Research  Unit. 
Those  with  First  Class  honours  degrees  and  those  with  Second 
Class  degrees  together  with  postgraduate  degrees  would  be  exempted 
from  this  examination  as  at  present. 

(ii)  Those  with  high  marks  in  this  examination  and  those  exempted 
from  it  by  virtue  of  degrees  with  First  Class  honours  would  go 
direct  to  the  Civil  Service  Selection  Board  for  tests  and  interviews 
substantially  on  present  lines.  Amongst  these 

(a)  candidates  assessed  by  the  Civil  Service  Selection  Board  as 
likely  to  be  suitable  for  the  “ starred  ” entry  would  go  to  the 
Final  Selection  Board  with  whom  the  decision  would  rest.  Those 
not  considered  by  the  Final  Board  to  be  up  to  the  standard 
required  of  the  “ starred  ” entry  would  be  offered  general 
Grade  VIII  appointments ; 

(b)  others  thought  by  the  Civil  Service  Selection  Board  to  be  suitable 
for  the  general  though  not  for  the  “ starred  ” entry  would  be 
offered  Grade  VIII  appointments  without  further  interview. 

(iii)  The  remainder  of  those  who  qualified  at  the  initial  examination  and 
those  exempted  from  it  (by  virtue  of  Second  Class  degrees  together 
with  postgraduate  degrees)  would  be  seen  by  Interview  Boards 
consisting  of  a Chairman  and  two  members.  These  Boards  would 
recommend  for  consideration  by  the  Civil  Service  Selection  Board  all 
candidates  who  might  conceivably  be  suitable  for  the  “starred”  entry, 
could  recommend  others  for  appointment  to  the  general  graduate 
entry  to  Grade  VIII  or  could  recommend  rejection.  To  ensure,  so 
far  as  possible,  a uniform  standard  of  assessment  of  the  Board’s 
recommendations  would  be  considered  by  the  Commissioners  in 
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the  light  of  candidates’  records  and  reports  from  universities, 
normally  those  recommended  by  the  Interview  Boards  for  the 
starred  entry  would  go  to  the  Civil  Service  Selection  Board  and, 
save  in  doubtful  cases,  would  not  be  asked  to  appear  before  the 
Final  Board.  Those  not  considered  up  to  the  standard  for  the 
“ starred  ” entry  could  be  recommended  by  the  Civil  Service 
Selection  Board  for  the  general  Grade  VIII  entry  without  further 
interview.  Candidates  recommended  by  Preliminary  Boards  for  the 
“unstarred  ” entry  would  not  go  to  the  Civil  Service  Selection  Board 
unless  the  Commissioners  thought  that  in  the  light  of  university  reports 
and  records  the  verdict  of  the  Preliminary  Board  should  be  retested. 
In  practice  this  would  mean  that  in  most  cases  appointment  to  the 
“ unstarred  ” Grade  VIII  entry  would  be  made  on  the  recommenda- 
tion of  the  Preliminary  Board. 

6.6  This  scheme  will  be  workable  only  if  the  Civil  Service  Selection  Board 
is  adequately  staffed  both  on  a permanent  basis  and  by  the  release  by  Depart- 
ments of  sufficient  suitable  people  to  serve  at  C.S.S.B.  for  a period  of  second- 
ment. It  will  also  be  necessary  for  Departments  to  provide  enough  competent 
people  to  man  the  Preliminary  Boards  which  may  well  be  comprised  of  repre- 
sentatives from  groups  of  Departments  whose  work  has  some  similarity  in 
content,  e.g.  the  Economic  Departments,  Social  Service  Departments,  and 
perhaps  a group  comprising  the  Ministry  of  Technology,  the  Ministry  of 
Power  and  the  Ministry  of  Transport.  Candidates  would  be  asked  to 
express  their  preference  among  these  groups  and  would  be  sent  to  a Board 
appropriate  to  one  of  their  first  choices  of  Department. 

6.7  Graduate  recruitment  on  this  scale  will  thus  require  the  co-operation  of 
Departments  in  releasing  officers  of  high  quality  to  assist  the  Civil  Service 
Selection  Board  and  the  Preliminary  Boards.  There  will  also  have  to  be  some 
flexibility  in  the  number  of  vacancies  to  be  filled  each  year  since  it  is  important 
to  tell  a candidate  the  outcome  of  his  candidature  quickly  after  interview. 
The  Commission  would  certainly  wish  to  avoid  a situation  in  which  they  must 
defer  telling  suitable  candidates  that  they  are  acceptable  until  after  all  can- 
didates have  been  seen,  through  fear  of  declaring  more  successful  than  there 
are  posts  immediately  available.  Moreover,  without  some  measure  of 
elasticity  in  the  number  of  vacancies  it  will  not  be  easy  to  apportion  vacancies 
over  more  than  one  recruitment  exercise  during  the  year  and  experience 
already  shows  that  one  is  not  enough. 

6.8  In  the  present  recruitment  to  the  Administrative  Class  by  Method  II 
candidates  must  have,  or  obtain,  a degree  with  at  least  Second  Class  honours. 
For  this  enlarged  graduate  entry  a degree  with  at  least  Second  Class  honours 
may  still  be  a reasonable  requirement  from  members  of  the  “ starred  ” 
category,  but  candidates  with  degrees  of  any  kind,  including  pass  degrees  and 
Ordinary  degrees,  should  be  eligible  for  the  general  graduate  entry  to 
Grade  VIII. 

6.9  If  recruitment  to  an  enlarged  graduate  entry  is  to  be  successful,  the 
scheme  must  be  attractive  not  only  to  the  very  able  graduate  but  also  to  the 
graduate  of  good  average  quality  who  does  not  at  present  consider  the 
Executive  Class.  The  Commissioners  are  strongly  of  the  opinion  that  the 
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“ starred  ' entry  should  be  appreciably  smaller  than  the  current  intake  of 
Assistant  Principals,  and  should  be  smaller  than  the  total  number  of  “ starred  ” 
entrants  needed  by  the  Service,  so  that  there  will  be  a clear  incentive  both  for 
the  “ non-starred  ” graduate  to  seek  early  promotion  and  for  Departments  to 
seek  out  people  who  merit  it.  While  it  should  certainly  be  possible  to  select 
a small  number  of  candidates  who  can  clearly  be  seen  to  be  of  outstanding 
promise,  to  fill  “ starred  ” posts  on  the  scale  of  the  present  Assistant  Principal 
entry  would  involve  some  risk  that  the  difference  in  quality  between  some  of 
the  “ starred  ” entry  and  the  rest  of  the  graduate  intake  would  be  too  marginal 
to  justify  any  such  distinction.  Moreover,  if  starred  status  is  awarded  at  the 
selection  stage  to  the  full  extent  of  the  opportunities  available  it  will  certainly 
be  alleged  (as  is  being  said  of  the  post-Plowden  Diplomatic  Service  reorgan- 
isation) that  the  class  differentiation  is  substantially  unchanged.  Not  only 
should  “ unstarred  ” entrants  to  Grade  VIII  be  given  an  incentive  and  an 
early  opportunity  of  proving  themselves  worthy  of  starred  status; 
unsatisfactory  entrants  to  the  “ starred  ” category  should  be  firmly  transferred 
to  the  general  stream.  No  doubt  the  Treasury  and  Departments  will  consider 
how  the  details  for  changing  stream  can  be  worked  out.  It  may  well  be  that 
Departments  should  be  able  to  move  people  up  or  down  by  their  own  decision, 
but  the  Commission  would  be  prepared  to  put  Grade  VIII  officers  through 
Civil  Service  Selection  Board  tests  if  Departments  wished  this  to  be  done,  as 
happens  at  present  under  the  procedure  for  Class-to-Class  promotion  to  the 
Administrative  Class. 
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APPENDIX  I 

C.S.S.B.  PROCEDURES 

ADDITIONAL  NOTE  BY  THE  CHAIRMAN  OF  C.S.S.B. 

.1.  Apart  from  the  “ Script  Reader’s  Report  ” on  the  Written  Examination 
there  has  been  no  major  basic  change  in  the  procedure  since  its  inception. 
This  is  not  due  to  apathy  or  complacency,  and  a good  deal  (including  our 
attitudes)  has  been  altered  from  time  to  time  in  the  light  of  regular  follow-up 
studies  and  the  resultant  post-mortems  on  our  mistakes.  Despite  an  earlier 
tendency  to  overseverity  and  despite  the  many  instances  where  events  have 
proved  us  less  than  ominscient,  there  is  little  doubt  that  the  procedure  has  been 
acceptable  and  has  worked  well.  If  the  nature  of  the  selection  task  changes,  it 
might  be  possible  to  shorten  the  procedure,  but  unless  some  of  the  written 
work  now  done  at  C.S.S.B.  were  done  beforehand,  any  drastic  curtailment  of 
the  time  taken  might  involve  risks  so  long  as  we  must  differentiate  among 
candidates,  most  of  whom  will  have  good  academic  attainments,  and  unless 
we  are  prepared  to  accept  a less  rigorous  and  careful  selection  process  and 
rely  heavily  on  the  probation  period  to  correct  errors  in  selection. 

2.  There  is  a fair  number  of  candidates  who  do  not  need  two  days  to  be 
assessed  and  there  are  some  with  whom  it  soon  becomes  clear  that  we  maybe 
wasting  our  time  and  theirs,  but  in  a Public  Service  organisation  every 
candidate  gets  the  same  treatment  and  respect,  and  it  often  happens  that 
even  confident  predictions  based  on  record  to  date  are  proved  wrong. 

3.  In  this  Method,  as  in  all  selection  methods,  the  first  rule  is  to  “ select 
the  selectors  ”.  There  are  particular  problems  with  our  small  permanent 
staff  and  large  panels  of  part-timers.  There  is  danger  in  concentrating  power 
into  too  few  permanent  hands,  but  we  may  have  gone  too  far  in  the  other 
direction,  partly  through  economic  pressures.  It  has  been  very  difficult  to  get 
enough  staff  of  the  right  calibre  for  the  greatly  increased  volume  of  work, 
especially  as  we  rely  heavily  on  serving  Civil  Servants  whose  own  burdens 
keep  growing,  and  we  want  just  those  people  whom  their  Departments  find 
most  valuable.  We  are  acutely  aware  of  the  need  to  keep  assessors'  standards 
high  and  to  ensure  in  the  assessing  teams  a proper  spread  of  backgrounds  and 
interests  (and,  inevitably,  prejudices).  I would  like,  for  instance,  to  see  more 
women  assessors,  more  staff  with  a scientific  or  technological  background, 
and  more  who  have  come  through  the  Executive  Class,  but  such  cannot  be 
produced  quickly.  Within  the  limits  of  our  resources  we  train  new  staff  and 
work  towards  the  maximum  degree  of  consistency  in  their  way  of  looking  at 
candidates  and  in  their  standards.  There  are  detailed  and  comprehensive 
Notes  for  Guidance  for  staff  which  are  revised  thoroughly  each  year  and  kept 
up-to-date  throughout  the  year,  there  are  Job  Descriptions  for  the  different 
posts,  and  in  addition  to  feeding  back  the  main  follow-up  results,  there  are 
periodic  meetings  of  staff  to  discuss  changes  in  the  procedure  and  to  hear  the 
attitudes  of  the  users — e.g.  the  growing  stress  in  A.C.  on  more  managerial 
qualities,  or  the  grounds  for  taking  “ calculated  risks  ”. 

4.  There  is  reference  in  the  Commission’s  main  paper  (para.  1.1)  to  the 
term  “ Group  Selection  ”.  This  term  represents  a half-truth  about  the 
method.  It  is  useful  to  see  how  a man  works  in  a group  (or  how  he  does  so  at 
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one  stage  of  his  development)  but  this  is  not  a way  of  spotting  “ Organisation 
Man  *\  We  welcome  the  able  but  awkward  individualist  or  the  gifted  eccentric 
when,  alas  rarely,  the  latter  presents  himself.  Whilst  candidates  are  given 
identifying  numbers  in  their  lapels  (as  well  as  names)  that  is  the  only  time  when 
they  are  thought  of  as  numbers.  There  is  an  ever  increasing  need  for  a man 
to  be  also  a satisfactory  member  of  a working  team  and  to  be  able  to  com- 
municate easily  to  others  orally  as  well  as  on  paper.  Evidence  of  this  essential 
social  skill  comes  clearly  in  the  Group  Exercises.  Any  competitive  situation, 
and  one  that  is  bound  also  to  be  artificial,  can  exaggerate  aspects  of  behaviour 
but  it  does  not  seem,  so  far  as  we  can  judge,  often  to  distort  behaviour. 

5.  “ Extended  Interview  ” is  a better  description  than  “ Group  Selection  ”, 
with  the  procedure  seen  as  a kind  of  prolonged  interview,  extending  over  two 
days,  where  a candidate  is  assessed  in  a variety  of  ways,  including  effectiveness 
as  a member  of  a group.  The  aim  is  to  get  as  complete  and  relevant  a picture 
as  possible  of  ability  and  personality  by  combining  what  is  observed  in  the 
Group  Exercises  with  what  is  done  on  the  other  tests  and  at  interviews,  and 
at  the  end  relating  all  this  evidence  to  a man’s  background,  to  his  achievements 
in  relation  to  his  opportunities,  and  to  our  assessment  with  younger  candidates 
of  their  scope  for  development.  All  this  may  sound  like  claiming  for  the 
assessors  divine  qualities  of  judgment,  but  we  do  our  best  at  least  to  make 
sure  that  we  look  at  the  picture  as  a whole. 

6.  The  aim  is  to  create  an  atmosphere  which  will  encourage  as  much  spon- 
taneity as  is  possible  in  the  circumstances.  The  test  situation  is  for  most 
candidates  nerve-racking  enough  in  itself  without  any  deliberate  attempt  to 
heighten  the  tension.  Over-friendliness  would  be  absurd,  but  there  should  be 
no  undue  “ officer-to-other-rank  ” atmosphere.  Apart  from  simply  wanting 
to  treat  candidates  decently,  it  pays  handsomely  to  get  candidates  relaxed  from 
the  point  of  view  of  allowing  them  to  get  themselves  across  better  and  allowing 
us  to  get  the  requisite  information  from  them.  We  do  what  we  can  to  make 
sure  that  candidates  know  what  they  are  to  be  in  for  before  they  arrive.  There 
is  a fairly  lengthy  leaflet  describing  the  procedure  and  giving  general  advice  on 
how  to  tackle  it.  From  such  evidence  as  we  have,  little  seems  to  have  been 
gained  from  attempts  at  cramming  or  elaborate  preparation. 

7.  Apart  from  the  selectors  simply  making  mistakes,  there  is  no  control 
over  certain  events  which  may  happen  later  to  a candidate — e.g.  illness  or  an 
unfortunate  posting — and  no  improvement  in  techniques  produces  by  itself 
improved  candidates.  There  are  other  limitations  to  the  procedure  as  operated 
by  C.S.S.B.  at  present: 

(i)  There  is  the  basic  difficulty,  already  mentioned,  in  maintaining 
standards,  both  of  technical  skill  and  of  assessment,  among  a very 
large  panel  of  mainly  part-time  assessors,  a panel  which  perforce 
keeps  changing  more  often  than  one  would  wish. 

(ii)  There  is  the  matter  of  chance  variation  in  the  composition  of  a 
group  of  candidates.  We  take  much  care  in  this  grouping,  but  it 
remains  a possible  source  of  unreliability.  For  example,  if  a weak 
group  contains  only  one  probably  acceptable  candidate,  it  can  be 
difficult  to  assess  how  he  would  have  fared  in  a stronger  group. 
This  might  have  shown  him  either  in  a more  favourable  or  less 
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favourable  light.  However,  a substantial  amount  of  what  is  done  is 
assessed  either  objectively  or  semi-objectively,  and  the  regular  staff 
have  no  great  difficulty  in  seeing  how  a candidate,  so  to  speak, 
performs  against  bogey. 

(iii)  There  are  the  difficulties  caused  when  a candidate  drops  out  at  the 
last  moment,  as  quite  often  happens.  A group  of  only  4 candidates 
is  markedly  less  satisfactory,  since  there  is  less  scope  for  the  interplay 
of  personal  relations,  in  addition  of  course  to  the  waste  of  money. 

(iv)  It  could  be  argued  that  the  procedure  neglects  the  less  spectacular 
qualities  such  as  capacity  to  build  up  good  working  relationships 
over  a period,  conscientious  application  to  the  dull  aspects  of  the 
job,  willingness  to  work  long  hours,  etc.  We  often  get  evidence  on 
these  qualities  from  the  referees’  reports  and  from  interview,  but  the 
problem  remains. 

8.  It  used  to  be  asserted  that  the  procedure,  if  not  anti-intellectual,  laid 
insufficient  stress  on  intellectual  quality.  One  reply  to  this  is  the  rigorous 
Written  Examination  which  has  usually  to  be  passed  beforehand,  and  another 
is  the  degree  requirement  for  most  candidates.  But  much  in  the  procedure 
itself  is  intellectually  very  demanding.  It  is  true  that  the  more  socially  con- 
fident and  fluent  candidates  could  start  the  Group  Discussion  Test  with  some 
advantage,  but  this  advantage  may  also  persist  on  the  job  itself,  provided 
that  they  have  the  other  qualities.  The  glib  and  superficial,  we  think,  have  had 
no  notable  success  in  this  procedure.  A facade  must  be  pretty  good  not  to  be 
broken  down  in  two  days’  investigation.  On  the  other  hand  the  able  but  more 
quiet  and  reserved  candidates  have  time  in  which  to  throw  off  test  nerves  and 
surface  shyness  and  disclose  their  real  quality.  It  must  however  be  said  that  a 
good  many  candidates  say  and  do  little  because  they  have  not  much  to  say  or 
much  ability  to  do. 

9.  It  may  be  asked  what  justification  there  is  in  using  the  same  basic 
pattern  of  tests  and  exercises  for  jobs  that  have  considerable  differences. 
The  main  justification  is  that  what  is  being  looked  for  primarily  is  the 
possession  of  certain  broad  common  qualities  which  are  probably  more 
important  than  the  obvious  differences.  And  there  is  much  practical  con- 
venience in  being  able  to  test  candidates  for  different  Services  altogether, 
instead,  as  for  instance  in  the  United  States,  where  a candidate  for  the  equiva- 
lent of  our  Diplomatic  Service  and  Administrative  Class  Competitions  has  to 
submit  himself  to  two  completely  separate  ordeals. 

10.  There  remain  nevertheless  certain  things  which  can  fairly  be  claimed 
for  the  procedure,  in  addition  to  what  may  have  been  already  implied : 

(i)  By  being  more  thorough  and  throwing  up  more  relevant  evidence  it 
is  likely  to  be  more  effective.  By  a systematic  and  what  is  at  times 
almost  a pedestrian  approach  to  the  problem,  much  can  be  done. 
“ If  you  are  going  to  assess  behaviour,  it  is  so  much  better  to  have 
the  assessment  planned,  orderly  and  methodical.” 

(ii)  It  makes  the  margin  of  error  narrower.  The  unsuitable  candidates 
are  seen  clearly.  (This  is  by  no  means  always  the  case  by  other 
methods.)  There  is  the  greater  likelihood  of  the  more  suitable 
people  being  chosen. 
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(iii)  The  assessors  see  so  much  in  common  (and  feel  equally  responsible 
for  the  selection  that  by  the  end  there  are  rarely  extreme  variations 
in  their  decisions.  And  although  the  interviews  remain  vital,  an  inter- 
view is  not  the  same  thing  in  this  kind  of  procedure,  being  to 
some  degree  set  in  the  context  of  the  non-interview  evidence. 

(iv)  The  procedure  has  over  the  years  won  the  confidence  not  only  of  the 
great  majority  of  candidates,  but  of  the  administration,  of  the 
universities,  and  of  the  Staff  Sides.  The  procedure  could  not  continue 
unless  it  had  the  respect  of  candidates  and  users.  Likewise  in  the 
other  organisations  which  have  modelled  themselves  on  C.S.S.B., 
such  as  the  Police  Service,  the  Union  concerned  has  after  experience 
invariably  welcomed  the  procedure  and  often  insisted  upon  it.  No 
selection  procedure  is  going  to  appeal  to  every  single  candidate  but, 
curiously  in  a way,  there  is  often  a positive  attraction  to  potentially 
good  candidates  in  the  very  fact  that  testing  is  to  take  two  days  and 
to  be  carried  out  with  obvious  care  and  thoroughness. 

11.  We  keep  ourselves  up-to-date  about  other  selection  procedures  both 
at  home  and  abroad  (a  steady  stream  of  visitors  helps  in  this)  and  we  are  soon 
to  do  a short  comparative  study  of  selection  procedures  used  by  other  large- 
scale  organisations,  including  other  Public  Service  Commissions. 
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APPENDIX  2 

RECRUITMENT  TO  THE  ADMINISTRATIVE  CLASS 

The  attached  tables  bring  up  to  date,  as  nearly  as  possible,  those  supplied 
to  Sub-Committee  E of  the  Estimates  Committee  last  year  and  reproduced 
at  pages  29-31  of  the  Sixth  Report  from  the  Estimates  Committee  dated 
3rd  August,  1965. 

A supplementary  table  (Bl)  is  included,  expressing  in  percentage  terms  the 
proportions  of  competitors  and  successes  by  each  Method  for  universities  in 
the  U.K.  and  Eire  viz:-  (a)  Oxford  and  Cambridge  ( b ) London  (c)  Scottish 
(i d)  other  U.K.  and  Eire. 
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Administrative  Class  Recruitment 
Universities  of  candidates 


1964 


University 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

Oxford 

34 

12 

121 

Cambridge 

27 

8 

110 

28 

61 

20 

231 

53 

London 

20 

3 

40 

Scottish 

13 

2 

29 

Others:  U.K.,  Eire 

23 

Overseas 

1 



2 

No  University 

3 

— 

9 

— 

Totals 

121 

25 

410 

65 

1965 


University 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

Oxford 

35 

15 

144 

34 

Cambridge 

27 

11 

95 

32 

62 

26 

239 

66 

London 

24 

1 

48 

9 

Scottish 

13 

1 

35 

Others:  U.K.,  Eire 

44 

4 
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Overseas 

7 

2 

No  University 

6 
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2 

1 

Totals 

156 

32 

433 

93 

1966 

Full  data  are  not  yet  available  but  details  are  given  below  of  the  universities  attended  by 
the  candidates  declared  successful  to  date.  There  will  be  further  successful  Method  II 
candidates  from  an  entry  in  September  1966. 


University 
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Method  II 
Successes 
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Others  (U.K.  and  Eire) 
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Total  to  date 

18 

85 
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Administrative  Class  Recruitment 
Degree  Subjects  of  Candidates 


1964 


Degree  Subject 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

Classics 

8 

2 

41 

16 

Economics  and  Politics 

10 

2 

28 

P.P.E. 

5 

3 

25 

3 

English 

8 

3 

26 

4 

History 

31 

8 

117 

22 

Law 

4 



23 

Mathematics 

2 

1 

2 

Modern  Languages 

22 

1 

57 

8 

Science  and  Technology 

— 

— 

4 

Other  Subjects 

24 

5 

73 

4 

No  University 

7 

— 

14 

Totals 

121 

25 

410 

65 

1965 


Degree  Subject 

Method  I 

Method  H 

Competitors 

Successes 

Competitors 

Successes 

Classics 

11 

3 

23 

5 

Economics  and  Politics 

13 

1 

41 

5 

P.P.E. 

5 

3 

19 

5 

English 

8 

— 

30 

6 

History 

39 

12 

118 

33 

Law 

7 

1 

14 

1 

Mathematics 

4 

— 

7 

4 

Modem  Languages 

29 

4 

62 

7 

Science  and  Technology 

— 

— 

15 

10 

Other  Subjects 

35 

8 

101 

16 

No  University 

5 

— 

3 

1 

Totals 

156 

32 

433 

93 
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Administrative  Class  Recruitment 
Degree  Classes  of  Candidates 


1964 


Class  of  Degree 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

I 

13 

7 

32 

13 

II 

23 

9 

110 

22 

no) 

17 

5 

88 

24 

11(2) 

19 

3 

93 

4 

III 

21 

1 

36 

2* 

IV 

1 

— 

— 

— 

None 

13 

— 

22 

— 

War  Degree 

— 

— 

— 

— ■ 

Not  Known 

14 

— 

29 

— 

Totals 

121 

25 

410 

65 

* Provisionally  declared  successful;  on  failing  to  obtain  at  least  2nd  class  honours  degree, 
became  ineligible. 


1965 


Class  of  Degree 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

I 

9 

7 

42 

25 

II 

29 

10 

124 

32 

no) 

34 

9 

101 

24 

II  (2) 

38 

4 

117 

10 

III 

25 

2 

34 



IV 

1 



None 

10 



3 

War  Degree 

— 





Not  Known 

10 

— 

12 

1 

Totals 

156 

32 

433 

93 
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E 


Administrative  Class  Recruitment 
Schools  of  Candidates 


1964 


Schools 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

British 

Boarding 

29 

9 

142 

21 

Day 

(a)  Independant  and 
Direct  Grant 

45 

11 

129 

20 

( b ) L.E.A.  Maintained 
or  aided 

45 

5 

134 

23 

Foreign 

2 

— 

5 

1 

Totals 

121 

25 

410 

65 

1965 


Schools 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

British 

Boarding 

39 

7 

113 

39 

Day’. 

(a)  Independant  and 
Direct  Grant 

61 

22 

167 

29 

(, b ) L.E.A.  Maintained 
or  aided 

53 

3 

151 

24 

Foreign 

3 

— 

2 

1 

Totals 

156 

32 

433 

93 
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Administrative  Class  Recruitment 
Father’s  Occupation 


1964 


Occupational 

Group* 

Method  I 

Method  H 

Competitors 

Successes 

Competitors 

Successes 

I 

41 

10 

182 

27 

II 

45 

13 

139 

21 

III 

29 

2 

76 

15 

IV 

2 

— 

5 

2 

V 

— 

— 

2 

— 

Unknown 

4 

— 

6 

— 

Totals 

121 

25 

410 

65 

1965 


Occupational 

Group* 

Method  I 

Method  II 

Competitors 

Successes 

Competitors 

Successes 

I 

82 

18 

197 

44 

H 

46 

10 

164 

32 

III 

22 

3 

63 

10 

IV 

— 

— 

6 

2 

V 

— 

— 

1 

— 

Unknown 

6 

1 

2 

— 

Totals 

156 

32 

433 

88 

* As  defined  by  Registrar  General 

I.  Administrators,  managers,  senior  professional  and  scientific  occupations. 

II.  Intermediate  professional,  managerial  and  technical  occupations. 

III.  Highly  skilled  workers,  foremen,  supervisors,  clerks. 

IV.  Skilled  and  semi-skilled. 

V.  Unskilled. 
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APPENDIX  3 


TIME  TAKEN  TO  RECRUIT  TO  THE 
ADMINISTRATIVE  AND  EXECUTIVE  CLASSES 

General 

The  time  taken  in  recruitment  is  governed  by  the  processes  considered 
necessary  for  careful  and  thorough  selection,  in  which  rules  of  eligibility 
concerning  age,  nationality,  etc.,  must  be  strictly  observed  and  the  claims 
of  every  candidate  properly  considered.  Before  actual  selection  can  take  place 
there  are  a number  of  routine  procedures  which  start  on  receipt  of  an  applica- 
tion form.  Each  form  must  be  scrutinised  to  make  sure  that  all  sections  have 
been  completed,  and  for  the  Administrative  Group  and  similar  recruitment  a 
check  is  made  to  ensure  that  candidates  are,  in  fact,  prima  facie  eligible  to 
apply.  A record  card  is  made  for  each  candidate  and  details  of  previous  can- 
didatures obtained,  and  for  some  competitions  information  from  the  applica- 
tion form  must  be  recorded  on  punched  cards  for  statistical  purposes.  There 
may  be  some  mention  on  the  application  form  of  a physical  handicap  or  medical 
history  raising  doubts  about  whether  the  candidate,  if  otherwise  suitable, 
could  be  offered  appointment;  this  must  be  investigated  by  the  Commission's 
Evidence  Branch  and  if  necessary  the  candidate  offered  a preliminary  medical 
examination,  to  minimise  the  possibility  of  a medically  unfit  candidate  being 
successful  to  no  avail.  The  claims  of  candidates  seeking  exemption  from  a 
qualifying  examination  must  also  be  considered  during  this  period.  A careful 
record  must  be  kept  of  the  movement  of  application  forms  through  various 
branches  of  the  Commission,  to  ensure  that  no  application  is  mislaid  so  that  a 
candidate  fails  to  get  an  Order  for  Admission  to  a written  examination  or  to  be 
considered  along  with  the  rest  of  the  field  when  a short  list  for  interview  is  made. 
Where  written  examinations  are  involved  there  must  be  sufficient  time  between 
the  receipt  of  application  forms  and  the  examination  to  make  physical  pre- 
parations for  the  examination,  and  some  indication  of  the  factors  which 
govern  the  time  involved  here  is  outlined  in  paragraph  2.7  of  the  main  paper. 
Similarly,  where  selection  is  by  interview  only,  the  time  between  closing  date 
and  interview  is  taken  up  by  the  processes  given  in  paragraph  3.2. 

Before  successful  candidates  can  be  certificated  for  appointment  the  Com- 
missioners have  to  be  satisfied  that  they  are  eligible  in  all  respects.  Further 
enquiries  are  made  by  the  Evidence  Branch  into  health  and  character  immed- 
iately candidates  are  notified  of  their  success,  and  confirmatory  checks  are 
made  at  the  same  time  on  other  aspects  of  eligibility:  age,  nationality,  and 
possession  of  the  academic,  professional  or  technical  qualifications  prescribed. 
The  evidence  on  which  the  various  points  are  decided  is  as  follows :- 
Health.  In  the  majority  of  cases  a questionnaire  (Health  Declaration)  is 
completed  by  the  candidate,  and  there  is  a medical  examination  only 
where  the  Declaration  shows  this  to  be  necessary;  for  certain  appoint- 
ments, including  appointments  to  the  Administrative  Class  and  those 
involving  duties  which  require  special  physical  standards,  all  successful 
candidates  are  medically  examined  and  arrangements  for  this  are  made  at 
the  outset.  In  some  cases  the  primary  medical  examination  may  show  a 
further  specialist  examination  to  be  necessary. 
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Character.  The  evidence  considered  includes  the  school  or  university 
reports,  and  reports  from  employers  and  former  employers,  obtained  in 
the  course  of  the  selection  procedure.  Candidates  are  asked  in  their 
application  forms  to  name  two  personal  referees;  these  referees  are 
approached  where  necessary  but  are  not  usually  troubled  if  the  candidate 
is  a school-leaver  and  the  school  reports  are  quite  satisfactory.  For 
candidates  in  employment  the  present  employer  is  normally  not 
approached  until  the  candidate  is  about  to  be  offered  appointment. 

Age.  Candidates  are  asked  to  forward  a Birth  Certificate  or  other 
evidence  of  age. 

Nationality.  Unless  there  are  reasons  for  doubt  the  formal  statement 
made  by  the  candidate  at  the  time  of  his  application  is  accepted. 

Qualifications.  Candidates  are  asked  to  provide  the  appropriate  docu- 
mentary evidence : where  they  are  unable  to  do  so  the  examining  body 
etc.  concerned  is  asked  to  confirm. 

When  competitions  are  held  to  fill  vacancies  in  more  than  one  department 
the  successful  candidates  have  to  be  assigned  to  departments  by  the  Commis- 
sion. The  departments  are  invited  to  say  how  many  vacancies  they  wish  to 
have  filled  from  the  various  competitions  for  general  service  classes,  and  where 
those  vacancies  are.  Candidates  are  given  a list  of  the  departments  which  have 
vacancies  and  are  invited  to  name  several  departments  in  order  of  preference; 
they  can  also  indicate  their  geographical  preferences  and  can  say  which  is  the 
more  important  to  them,  department  or  location.  This  is  done  in  advance  of 
the  “ success  ” stage,  and  facilitates  assignment  of  the  successful  candidates 
thereafter.  The  assignment  work  is  done  as  far  as  possible  in  parallel  with  the 
evidence  enquiries. 

The  Administrative  Class 

Method  II.  For  the  January  qualifying  examination  candidates  apply  by  the 
end  of  the  previous  November,  but  late  applications  are  accepted  until 
Christmas.  The  examination  takes  place  in  the  first  week  in  January,  and 
candidates  are  told  during  the  first  fortnight  of  February  whether  they  have 
qualified  or  not,  or  whether  they  are  in  the  borderline  band  within  which  their 
work  will  be  considered  in  the  light  of  University  reports  etc.  Those  exempted 
from  the  qualifying  examination  go  to  the  Civil  Service  Selection  Board  in 
late  January  or  early  February  unless  it  is  not  convenient  for  a candidate  to 
attend  at  that  time.  Those  who  qualify  at  the  written  examination  go  to  the 
Civil  Service  Selection  Board  from  mid-February  to  the  end  of  April.  Candi- 
dates are  normally  invited  to  the  Final  Selection  Board  about  ten  days  after 
their  appearance  at  the  Civil  Service  Selection  Board  and  know  their  result 
two  or  three  days  afterwards.  But  most  of  the  successful  candidates  are  final 
year  students  whose  success  is  provisional  until  they  have  obtained  a degree 
with  at  least  second  class  honours  and  who  cannot  therefore  be  certificated 
for  appointment  until  their  degree  results  are  known  during  the  course  of  the 
summer.  The  time  taken  to  bring  a candidate  to  interview  is  often  affected  by 
a candidate’s  own  wishes,  and  the  Commissioners’  desire  to  meet  the  con- 
venience of  candidates  in  this  respect.  Candidates  who  take  the  April  examina- 
tion know  whether  they  have  qualified  by  early  May,  and  are  invited  to  the 
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Civil  Service  Selection  Board  in  late  May  and  June  and  to  the  Final  Selection 
Board  in  June  and  early  July;  but  again  the  date  of  a candidate’s  interview 
may  depend  on  his  own  wishes,  and  may  be  affected  by  the  need  to  avoid 
interrupting  studies  just  before  degree  examinations. 

The  enquiries  in  Evidence  Branch  are  begun  as  soon  as  candidates  have  been 
notified  of  their  success  and  are  completed  as  soon  as  possible.  As  indicated 
above,  however,  certification  of  final  year  students  has  to  await  the  result  of 
their  degree  examinations.  An  assessment  of  the  time  taken  to  complete  the 
other  evidence  enquiries  would  therefore  have  no  particular  significance  and 
no  analysis  has  been  made  (it  should  be  mentioned  that  candidates  are  in- 
formed as  soon  as  the  enquiries  are  completed  apart  from  degree  result). 

Method  I.  Candidates  may  take  the  qualifying  examination  in  either  January 
or  April,  most  are  interviewed  in  May  and  June  and  then  take  the  optional 
papers  in  the  first  half  of  July.  (The  examination  in  academic  subjects  cannot 
be  held  until  all  University  degree  examinations  have  taken  place).  An 
examination  of  the  size  and  complexity  of  Method  I cannot  be  concluded 
quickly,  and  candidates  cannot  be  told  their  results  until  mid-August. 

The  time  taken  subsequently  has  been  examined  for  the  successful  1966 
Method  I candidates.  The  main  governing  factor  was  that  of  assignment. 
In  several  cases  it  was  more  than  usually  difficult  to  match  departmental 
priorities  with  candidates’  preferences,  and  the  candidates  were  invited  to  the 
Commission  and  subsequently  visited  departments;  all  of  them  ultimately 
accepted  the  assignments  offered.  The  Evidence  enquiries  were  begun  on 
17th  August,  two  days  after  the  notification  of  results,  and  were  mostly 
completed  before  assignment  was  settled;  all  candidates  were  certificated  by 
21st  September. 

Principals  (30-35) 

In  this  competition,  which  has  no  written  examination,  the  short  list  is 
completed  within  five  working  days  of  the  receipt  of  the  application  forms. 
Reports  are  obtained  on  candidates  before  they  are  invited  to  the  Civil  Service 
Selection  Board.  The  first  intake  will  go  to  the  Civil  Service  Selection  Board 
about  4 weeks  (20  working  days)  after  the  short  list  has  been  made,  depending 
to  some  extent  on  the  Selection  Board’s  other  commitments,  and  intakes  may 
spread  over  some  two  or  three  weeks.  The  Final  Board  will  not  see  candidates 
until  all  have  been  through  the  Civil  Service  Selection  Board,  in  view  of  the 
comparatively  small  number  of  vacancies  and  the  consequent  desirability  of 
having  candidates  assessed  by  consecutive  sessions  of  the  Final  Board. 
Candidates  will  know  the  outcome  of  their  candidatures  between  9 and  12 
weeks  after  the  closing  date. 

Principals  (H.M.  Forces  and  H.M.  Overseas  Civil  Service) 

The  competition  among  ex-members  of  H.M.  Forces  and  H.M.  Overseas 
Civil  Service  involves  a written  examination  from  which  candidates  with  high 
academic  qualifications  pr  closely  relevant  administrative  experience  may  be 
exempted.  Candidates  claiming  exemption  from  the  written  examination 
must  apply  14  weeks  before  the  examination,  those  who  do  not  claim  exemp- 
tion must  apply  some  9 weeks  beforehand.  Exemption  claims  are  decided  in 
the  light  of  candidates’  records  and  reports.  These  exemption  claims  must  be 
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decided  in  good  time  so  that  those  who  are  not  exempted  will  know  before  the 
date  of  the  examination.  Another  reason  why  a long  interval  is  required  be- 
tween closing  date  and  written  examination  is  the  fact  that  centres  must  be  set 
up  overseas  for  members  of  the  Forces  and  H.M.  Overseas  Civil  Service.  The 
written  examination  takes  place  in  early  September,  candidates  attend  the 
Civil  Service  Selection  Board  between  late  September,  and  mid-November, 
and  the  Final  Board  from  early  October  to  late  November  or  early  December. 
In  1965,  when  this  competition  was  enlarged  and  became  a Special  Com- 
petition  for  which  those  other  than  members  of  H.M.  Forces  or  H.M.  Overseas 
Civil  Service  were  eligible,  the  Final  Board  extended  into  January.  I n the 
similar  competition  in  1966  over  1,600  candidates  applied,  of  whom  some  740 
claimed  exemption  from  the  written  examination. 

As  a check  on  the  length  of  the  Evidence  stage  for  Principal  recruitment  an 
assessment  has  been  made  for  all  the  successful  candidates  (11  in  number)  in 
the  1966  recruitment  with  age  limits  30-35.  This  shows  an  average  period, 
from  notification  of  results  to  certification,  of  5£  weeks  (28  working  days). 
The  time  taken  varied  between  2|  and  9)  weeks,  but  in  four  cases  there  were 
particular  reasons,  concerning  medical  examinations,  references  and  assign- 
ment, why  the  process  took  longer  than  usual. 

Assistant  Secretary  recruitment 

Recruitment  of  Assistant  Secretaries  involves  both  an  informal  preliminary 
interview,  and  interview  by  the  Final  Selection  Board.  Short  listing  takes 
place  within  a few  days  of  the  closing  date  and  preliminary  interviews  about 
3 weeks  (15  working  days)  afterwards,  and  the  Final  Board  about  a fortnight 
(10  working  days)  after  preliminary  interview.  Normally  a candidate  will 
know  within  6 weeks  (30  working  days)  of  the  closing  date  whether  he  is 
successful. 

Recruitment  to  the  Executive  Class 

For  the  Executive  Class  it  is  not  easy  to  give  time  scales  that  would  be 
meaningful.  Applicant  for  vacancies  in  Scotland,  Wales,  and  the  provinces 
cannot  be  told  the  outcome  of  their  candidatures  until  all  candidates  interested 
in  vacancies  in  those  areas  have  been  interviewed  because  in  many  places 
outside  London  there  is  competition  for  the  posts  available.  While  candidates 
who  apply  before  the  closing  date  of  one  competition  may  be  fitted  into  an 
interview  board  of  a previous  competition,  and  may  indeed  be  interviewed 
and  declared  successful  in  advance  of  the  closing  date,  this  is  possible  only  for 
London  and  any  other  areas  where  there  is  certainty  that  posts  will  be  available 
for  all  suitable  candidates.  As  many  as  eight  boards  may  be  interviewing 
candidates  in  London  and  elsewhere  but  there  may  be  from  500  to  2,000  or 
more  candidates  to  be  invited  to  interview  in  any  one  competition.  Although 
provisional  interview  board  arrangements  are  made  before  the  closing  date, 
these  cannot  be  finalised  until  all  the  applications  have  been  received  and  the 
numbers  to  be  interviewed  at  each  Centre  known*  And  the  bulk  of  the 
applications  are  received  in  the  last  ten  days  before  the  dosing  date.  A firm 
booking  of  interview  accommodation,  which  is  not  always  easy  to  obtain  in 
the  provinces,  cannot  be  made  until  the  numbers  are  known.  From  a random 
sample  of  50  candidates  from  the  competition  of  April  1966  the  minimum 
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time  between  receipt  of  application  and  notification  of  result  after  interview 
was  just  under  four  weeks  (19  working  days);  the  average  time  between  closing 
date  and  result  was  just  over  four  weeks  (23  working  days).  But  these  figures 
are  affected  by  those  candidates  who  are  not  available  until  a date  later  than 
that  for  which  they  were  originally  invited,  and  by  those  who  apply  well 
before  the  closing  date  and  who  cannot  be  fitted  in  to  a Board  for  an  earlier 
competition  or  who  are  interested  only  in  a provincial  vacancy.  The  interval 
between  receipt  of  application  form  and  interview  is  occupied  by  the  routine 
procedures  indicated  in  the  first  paragraph  of  this  Appendix,  in  obtaining 
reports  on  candidates  from  schools,  universities,  and/or  employers,  and  in 
making  photocopies  of  application  forms  for  Board  members. 

School-leavers  may  be  interviewed  in  advance  of  their  G.C.E.  results  if  they 
desire  a post  in  London.  Those  who  appear  suitable  for  appointment  will  be 
declared  successful  subject  to  their  obtaining  the  necessary  academic  qualifi- 
cation. The  minimum  time  between  application  and  notification  of  result  in 
the  September  competition  this  year  was  three  weeks  two  days  (17  working 
days).  Many  candidates  prefer  to  postpone  their  interviews  until  after  they 
have  taken  their  Advanced  level  papers,  and  the  normal  time  was  just  over 
four  weeks  (21  working  days). 

Evidence  stage:  Executive  recruitment 

A random  sample  of  50  successful  candidates  from  the  April  1966  (17J-24) 
competition  shows  that  the  average  time  from  the  receipt  of  the  case  in 
Evidence  Branch  to  certification  was  23  days  (16  working  days).  The  shortest 
period  was  1 1 days  (7),  the  longest  43  days  (29) : in  the  three  which  took  longest 
there  were  delays  in  the  replies  from  present  employers. 
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MEMORANDUM  No.  10 
submitted  by 

THE  CIVIL  SERVICE  COMMISSION 
July,  1967 

Composition  of  the  Final  Selection  Board 

The  pattern  of  membership  of  the  Final  Selection  Board  remains  essentially 
the  same  throughout,  but  the  “ user  ” element  varies  to  take  account,  as 
far  as  possible,  of  candidates’  preferences  for  particular  Services.  Those 
whose  sole  or  first  preference  is  for  the  Administrative  Class  of  the  Home 
Civil  Service  are  seen  by  a Board  of  seven  consisting  of,  in  addition  to  the  First 
Commissioner  as  Chairman,  or  a Principal  Establishment  Officer  or  a repre- 
sentative of  the  Treasury,  one  other  serving  civil  servant,  two  representatives 
from  the  universities,  a woman  member  and  one  from  a panel  of  people  from 
business,  industry,  and  the  trade  unions,  together  with  retired  public  servants. 

For  candidates  whose  sole  or  first  preference  is  for  the  Diplomatic  Service 
one  of  the  two  serving  civil  servants  is  replaced  by  the  Chief  of  Administration 
of  the  Diplomatic  Service  or  his  representative,  the  other  by  a former  member 
of  the  Diplomatic  Service  (often  a retired  Ambassador  or  High  Commissioner). 
A representative  of  the  House  of  Commons  or  of  the  Northern  Ireland  Civil 
Service  sits  (in  the  Principal  Establishment  Officer’s  seat)  when  candidates 
are  under  consideration  for  one  of  those  services. 

Until  1962  retired  civil  servants  were  called  upon  to  a much  greater  extent, 
and  it  was  normal  for  them  to  occupy  two  places  on  the  Board,  so  that  it 
might  often  happen  that  the  First  Commissioner  and  the  Principal  Establish- 
ment Officer  were  the  only  serving  civil  servants  present.  In  1963  the  two 
retired  civil  servant  members  were  replaced  by  two  serving  members  of  the 
Home  Civil  Service  (in  the  rank  of  Assistant  Secretary  or  Under  Secretary). 
In  1966  the  number  of  serving  civil  servants  on  the  Board  (other  than  the 
Principal  Establishment  Officer)  was  reduced  from  two  to  one.1  This  change 
was  made  partly  to  reduce  the  demands  on  the  time  of  these  officers  now 
that  the  sessions  of  the  Board  have  become  more  numerous : in  times  of  heavy 
pressure  in  Departments  it  has  proved  difficult  for  serving  civil  servant 
members  to  make  themselves  available.  But  the  main  object  of  the  change 
was  to  increase  the  number  of  university  representatives  from  one  to  two  so 
that  more  members  of  university  staffs  could  see  something  of  the  Com- 
mission’s selection  procedures  at  first  hand,  and  be  given  an  opportunity  of 
interesting  themselves  in  the  problem  of  encouraging  a larger  number  of 
suitable  people  to  apply,  especially  from  universities  other  than  Oxford  and 
Cambridge. 

It  may  occasionally  happen  that  a Board  member  has  to  withdraw  at 
such  short  notice  that  he  cannot  be  replaced  by  someone  in  the  same  category 
(university  member,  Principal  Establishment  Officer,  etc.);  in  that  case  a 
retired  civil  servant  of  suitable  background  may  be  called  upon,  with  due 
regard  to  the  Services  for  which  candidates  are  to  be  considered  on  the 
particular  day. 


1 The  “ user  ” element  is,  of  course,  represented  at  the  Civil  Service  Selection  Board 
where  it  has  always  been  customary  for  one  of  the  three  members  of  the  directing  staff 
assessing  each  group  to  be  a member  of  the  Administrative  Class.  Another  is  usually  a 
retired  member  of  one  of  the  Government  services,  either  at  home  or  abroad. 
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MEMORANDUM  No.  11 
submitted  by 

H.M.  TREASURY  AND  THE  CIVIL  SERVICE  COMMISSION 
January,  1967 


Applications  for  the  Administrative  Class  compared 
with  University  Output  of  Graduates  in 
Groups  of  Subjects 


The  main  conclusions  to  be  drawn  from  the  figures  are  set  out  in  the  fol- 
lowing paragraphs.  Figures  available  for  the  period  1948-1963  are  not  in 
all  respects  compatible  with  the  later  figures  but  where  they  are  on  the  same 
basis,  they  have  been  used. 

(a)  The  Administrative  Class  is  most  attractive  to  Arts  graduates  from 
Oxford  and  Cambridge,  particularly  those  reading  History  and 
Classics.  In  1965,  13-5  per  cent,  of  eligible  Oxford  and  Cambridge 
graduates  in  Arts  applied  but  only  3-2  per  cent,  of  Arts  graduates 
from  other  universities;  the  percentages  for  graduates  in  Social 
Studies  were  8-2  and  2-5  respectively.  The  proportion  of  eligible 
science  graduates  applying  is  very  small;  less  than  2 per  cent,  of 
Oxford  and  Cambridge  graduates  in  pure  science  and  less  than  one 
half  of  one  per  cent,  of  pure  science  graduates  from  other  universities 
applied. 

(b)  There  has,  however,  been  an  increase  in  the  proportion  of  applica- 
tions of  students  in  all  disciplines  from  universities  other  than  Oxford 
and  Cambridge.  It  has  risen  from  41  per  cent.  (3,237  applications) 
in  the  period  1948-63  to  47  per  cent.  (192  applications)  in  1964,  47 
per  cent  (233  applications)  in  1965  and  58  per  cent.  (318  applica- 
tions) up  to  September  1966. 

(c)  The  proportion  of  the  successful  candidates  from  universities  other 
than  Oxford  and  Cambridge  has  tended  to  fluctuate.  During  the 
period  1948-63,  19  per  cent.  (185)  of  the  successful  candidates  were 
in  this  category;  in  1964  the  proportion  was  16  per  cent.  (9);  in  1965 
21  per  cent.  (16),  and  up  to  September  1966  21  per  cent.  (16).  It 
should  be  emphasised,  however,  that  these  figures  relate  only  to 
those  candidates  who  took  their  first  degree  in  the  year  in  which 
they  competed.  It  should  be  noted  that  these  figures  understate  the 
true  position  at  any  rate  in  the  last  two  years  since  if  candidates  who 
had  obtained  their  first  degrees  before  the  year  in  which  they  competed 
are  included  the  percentage  of  successful  candidates  from  universities 
other  than  Oxford  and  Cambridge  rises  to  just  over  24  per  cent.  (26) 
in  1965  and  35  per  cent.  (34)  in  1966. 

(d)  A higher  proportion  of  the  Oxford  and  Cambridge  candidates  con- 
tinue to  be  successful  than  of  those  from  other  universities,  and  the 
success  rate  of  graduates  from  outside  Oxford  and  Cambridge  shows 
only  slight  improvements  in  the  Arts  and  Social  Studies  groups. 
The  figures  are  too  small,  however,  to  draw  conclusions  from  them. 
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Applications  for  the  Administrative  Class 

(e)  Arts  graduates  form  the  majority  of  the  total  intake.  In  1965, 
75  per  cent,  of  the  successful  candidates  had  read  Arts  (85  per  cent, 
in  1964  and  76  per  cent,  up  to  September  1966).  During  the  period 
1948-63,  68  per  cent,  of  all  successful  candidates  were  in  this  cate- 
gory. In  the  same  period  21  per  cent,  of  all  successful  candidates 
had  degrees  in  social  studies.  This  compares  with  11  per  cent,  in 
1964,  20  per  cent,  in  1965  and  17  per  cent,  up  to  September  1966. 
The  proportion  of  successful  candidates  who  have  read  science 
subjects  has  continuously  been  small.  It  was  about  3 per  cent, 
during  the  period  1948-63;  4 per  cent,  in  1964,  5 per  cent,  in  1965 
and  6 per  cent,  up  to  September  1966.  Within  the  Arts  field,  history 
provides  the  greatest  number  of  successful  candidates.  In  1965, 
45  per  cent,  of  all  successful  candidates  had  read  history  (compared 
with  40  per  cent,  in  1964  and  37  per  cent,  in  1966).  The  next  largest 
group  is  now  that  of  those  reading  economics  and  combined  courses 
including  economics.  This  accounted  for  17  per  cent,  of  the  success- 
ful candidates  in  1965  (compared  with  9 per  cent,  in  1964  and  14  per 
cent,  of  those  so  far  successful  in  1966). 
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Tech./Physical  Sciences 
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Textile  Technology/Others 
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Combined  or  General 
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Sciences 

Arts/Physical  Sciences 
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Total 
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MEMORANDUM  No.  12 
submitted  by 

the  civil  service  commission 

January,  1967 


Successful  Candidates  in  Method  II 
from  Universities  other  than 
Oxford  and  Cambridge 


,j  l,,  c /„//  Service  Commission,  shows  the  degree 

Degree  Courses  of  Candidates  Successful  for  the  Admimstotive  Class  by 
Method  II  from  Universities  other  than  Oxford  and  Cambridge,  1966 


University 
Birmingham  (3) 


Bristol  (1) 
Durham  (1) 
Hull  (1) 
Keele  (2) 

Leeds  (1) 
Leicester  (1) 


Degree  Course 
Commerce 
French 
English 

History  and  Economics 

German 

French 

History  and  Political  Institutions 
Mathematics  and  Physics 
French 

Combined  Studies  (Chemistry,  Mathematics, 
Economics,  Sociology) 


London  (6) 
King’s  (3) 


L.S.E.  (3) 


Manchester  (2) 
Nottingham  (3) 


Sheffield  (1) 
Southampton  (1) 
Sussex  (1) 


History 

Philosophy 

Physics 

Economics  (and  Politics) 

Economics  (Government) 

Economics  (International  Relations) 
Economic  and  Political  Studies 
Chemistry 
History 

Economic  History 
Theology 
Mathematics 
Physics 

School  of  Social  Studies  (majoring  in 
History) 
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Successful  Candidates  in  Method  II  from  Universities  other  than 
Oxford  and  Cambridge 


University 

Wales 

(Swansea)  (1) 
Aberdeen  (1) 
Edinburgh  (5) 


Glasgow  (2) 

St.  Andrews  (1) 
Dublin  (Trinity)  (1) 


Degree  Course 


French 
History 
History  (2) 

Philosophy  (2) 

English  (2) 

Economics  and  Economic  History 
Chemistry 

Philosophy  and  Economics 
Philosophy 
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MEMORANDUM  No.  13 
submitted  by 

THE  CIVIL  SERVICE  COMMISSION 
September,  1966 


Age-Spread  of  Assistant  Principals 


The  following  table , prepared  by  the  Civil  Service  Commission,  shows  the  ages 
at  which  Assistant  Principals  were  successful  in  the  entry  competition  in  the 
period  1961  to  1966. 

The  last  column  in  the  table  denotes  ages , not  number.  The  table  includes  a 
small  number  of  successful  candidates  who  obtained  deferment  of  their  appoint- 
ment in  order  to  carry  out  postgraduate  studies. 


Administrative  Class 

Ages  of  successful  Assistant  Principal  Candidates,  excluding  candidates  who 
were  also  successful  for  and  preferred  the  Diplomatic  Service  or  House  of 
Commons  Clerkships 


Year  in  which  successful 


Age  on  1st  January  in  year  of  success 


Total 

Successful 

Assistant  Principals 
(Home  Civil  Service ) 

20 

21 

22 

23 

24 

25 

Ages  of  other 
successful  Assistant 
Principal  candidates 

1961 

(85) 

(61) 

3 

20 

18 

13 

2 

2 

26 

32  R 
35  0 

1962 

(69) 

(53) 

4 

10 

9 

13 

5 

3 

26  (2) 

27 

29  (2)  R 
31  0 
33  0 
40  R 

1963 

(83) 

(67) 

12 

16 

16 

8 

7 

2 

27  (3) 
31  0 
40  0 

1964 

(90) 

(75) 

16 

31 

14 

7 

3 

1 

27 

28  (2)  0 

1965 

1966 

025) 

(to  21st.  S« 

(107) 

Pt) 

22 

42 

16 

8 

6 

6 

26  (5) 

27  (1) 
37  R 

(103) 

(87) 

19 

33 

20 

8 

3 

19 

26(2) 
27  (1) 

Notes:  R:  eligible  by  virtue  of  regular  service  in  H.M.  Forces. 
0:  eligible  by  virtue  of  Overseas  Civil  Service. 
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MEMORANDUM  No.  14 


submitted  by 

THE  CIVIL  SERVICE  COMMISSION 
May,  1966 


The  quality  of  recent  Executive  Class 
recruitment,  and  a comparison  with 
pre-war  standards1 


Before  the  war  recruitment  to  the  Executive  Class  was  by  means  of  an 
open  competition  involving  an  “ academic  ” type  of  written  examination  set 
and  marked  at  the  standard  of  the  Higher  School  Certificate;  there  was  no 
interview.  In  the  immediate  pre-war  competitions  there  were  more  suitable 
candidates  than  there  were  vacancies  and  it  was  not  necessary  to  go  down  to 
the  minimum  pass  mark. 


2.  When  normal  open  competitions  were  resumed  after  the  war  an  inter- 
view was  added  , and  for  the  first  few  years  there  was  still  a surplus  of  accept- 
able candidates,  but  1954  was  a turning  point. 


“ Up  to  1954  the  standard  of  ‘ acceptability  ’ was  reasonably  con- 
sistent between  the  pre-war  and  post-war  years,  after  allowance  had  been 
made  for  the  introduction  of  an  interview  in  the  post-war  competitions, 
and  until  that  date  it  was  not  necessary  in  the  young  people’s  competition 
to  go  down  to  the  minimum  acceptable  standard;  in  1954  the  Commis- 
sioners had  to  declare  candidates  successful  at  the  minimum  standard.”3 

3.  In  1956,  to  supplement  the  two  annual  written  examination  competi- 
tions an  autumn  competition  based  on  the  General  Certificate  of  Education 
was  introduced  to  maintain  the  level  of  recruitment  among  young  people. 
Candidates  between  the  ages  to  17^  and  1 91  with  at  least  five  passes  in  the 
General  Certificate  of  Education,  including  a pass  in  English  Language  and 
two  subjects  at  Advanced  level  (or  the  Scottish  and  Northern  Ireland  equiva- 
lents), were  selected  by  interview.  This  method  proved  so  successful  that  the 
October  written  examination  was  discontinued  after  1957.  Two  additional 
G.C.E.  competitions  (but  with  a raised  upper  age  limit  of  23)  were  introduced 
m 1959.  Since  the  G.C.E.  competitions  were  producing  a very  strong  field 
of  candidates,  most  of  them  with  more  than  the  necessary  minimum  academic 


For  the  purpose  of  this  comparison  the  Limited  Competition  among  serving  civil 
servants,  the  competitions  restricted  to  members  of  the  Forces  or  H.M  Overseas  Civil 
service,  and  special  graduate  competitions  held  up  to  1962,  have  been  ignored.  These 
nave  made  a relatively  small  contribution  to  Executive  Class  recruitment,  and  only  the 
recTultmont  of  younS  People  with  appropriate  G.C.E.  or  equivalent  qualifications 
provides  a basis  for  comparison  with  pre-war  recruitment. 

„ Fro?1. 19.53  onwards  those  who  did  very  well  in  the  written  examination  were  declared 
successful  without  interview. 

8 Report  of  the  Royal  Commission  on  the  Civil  Service  1953-55,  paragraph  433. 
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Quality  of  Recruits  to  the  Executive  Class 

qualifications,  the  remaining  written  examination  was  also  dropped  after 
1963.  A marked  increase  in  the  number  of  vacancies  however  necessitated 
the  introduction  of  two  further  G.C.E.  competitions  in  1965. 

4.  There  were  surplus  suitable  candidates  in  the  G.C.E.  competitions  up 
to  and  including  1963  (see  Table  A attached).  Although  the  number  of  candi- 
dates remained  high  thereafter  the  needs  of  departments  were  much  greater 
in  1964  and  again  in  1965.  This  meant  declaring  successful  all  suitable  candi- 
dates down  to  the  minimum  interview  board  mark  denoting  acceptability 
(see  paragraph  8).  The  numbers  successful  approximated  to  the  number  of 
vacancies,  but  not  all  successful  candidates  take  up  appointment  and  a fair 
number  of  vacancies  remained  unfilled  in  each  of  the  two  years. 

5.  An  exact  comparison  of  recent  recruitment  standards  with  those  of  the 
years  just  before  the  war  is  not  possible  because  of  the  difference  in  the 
methods  used.  When  G.C.E.  recruitment  was  introduced  the  Commissioners 
were  concerned  to  ensure  that  standards  should  not  be  lowered.  They  con- 
sider that  the  minimum  academic  standard  they  require  for  G.C.E.  recruit- 
ment is  as  close  as  can  reasonably  be  expected  to  that  of  the  written  examina- 
tion competition  which  it  has  replaced,  given  the  difference  in  approach:  in 
both  forms  of  recruitment  the  Commissioners  have  been  looking  for  candidates 
of  good  sixth  form  ability  with  the  appropriate  personal  qualities.  In  the 
written  examination  after  the  war,  candidates  took  three  compulsory  subjects 
(English,  Arithmetic,  and  General  Paper)  together  with  three  optional  aca- 
demic subjects  set  and  marked  at  the  standard  prevailing  in  the  Advanced 
level  of  the  General  Certificate  of  Education.  Since  success  depended  on  an 
aggregate  pass  mark,  it  was  not  necessary  for  candidates  to  reach  a mark 
corresponding  to  an  Advanced  level  pass  in  all  three  subjects,  and  a number 
of  those  who  qualified  for  interview  did  in  fact  have  rather  low  marks  for 
one  of  their  optional  subjects.  The  academic  standard  in  the  G.C.E.  competi- 
tions (see  paragraph  3)  is  the  basic  minimum  normally  required  for  university 
entrance. 

6.  Most  of  the  G.C.E.  applicants  have  more  than  the  basic  qualification. 
In  the  competition  of  September  1965  only  7*3  per  cent,  of  the  successful 
candidates  had  the  bare  minimum  number  of  passes;  over  one-third  of  them 
had  three  or  more  passes  at  Advanced  level  and  four  or  more  passes  in 
different  subjects  at  Ordinary  level.  Table  B gives  a broad  indication  of  the 
academic  qualities  of  candidates  in  the  September  G.C.E.  competitions  of 
1964  and  1965. 

7.  This  does  not,  of  course,  give  a complete  picture  of  the  academic  quality 
of  candidates,  since  it  takes  no  account  of  the  gradings  or  marks  at  which 
these  passes  were  obtained.  In  some  schools  the  number  of  subjects  a boy 
or  girl  may  take  may  be  limited  as  a matter  of  school  policy;  moreover  the 
number  of  subjects  and  the  gradings  obtained  are  not  necessarily  an  accurate 
reflection  of  a candidate’s  ability,  since  a candidate  who  played  a very  promi- 
nent part  in  the  wider  life  of  the  school  might  have  obtained  higher  gradings 
had  he  spent  less  of  his  time  in  this  way.  The  Selection  Boards  take  all  these 
factors  into  account,  together  with  the  assessment  made  by  Headmasters  and 
Headmistresses  of  the  intellectual  quality  of  candidates. 
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8.  In  general  the  Commissioners  are  satisfied  that  the  quality  of  Executive 

SjSw;?8  bCen  ratmtained’  but  the  very  large  number  of  vacancies 
..  9 d 1965  has  meant  that  a number  of  candidates  have  been  successful 

Tn  thehmmmimum  ^ “ already  exPlained-  (Whereas  no  candidates 

on  the  minimum  pass  mark  were  successful  in  1963,  in  1964  and  1965  13-7 
per  cent,  and  8-7  per  cent,  respectively  of  the  successful  candidates  were  on 
the  minimum  mark.)  But  very  many  of  those  on  the  minimum  pass  mark 
will  be  there  not  because  of  doubts  about  their  ability  but  because  their 
personal  qualities  (evidence  of  leadership  potential,  etc.)  may  be  less  impres- 

Such  defic  e °ther  Cafdates’  or  th£y  ™ay  seem  rather  more  immature, 
fnd  on  fhTfoheSamHy  lmaue  8O0d  by  experience  in  a new  environment 
f jb’  d u°  °f  haS  been  declared  successful  who  in  the  opinion 
of  the  Boards  was  thought  unlikely  to  become  a Higher  Executive  Officer 
in  Lime. 


9.  The  Executive  follow-up  exercise* 1  which  is  being  undertaken  following 
the  recommendations  of  the  Estimates  Committee  should  provide  useful 

information  relevant  to  the  matters  considered  in  this  paper 


1 The  report  of  this  follow-up  survey  is  published  in  Volume  3. 
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Table  B 

Academic  quality  of  candidates  interviewed  in  the  Executive  G.C.E.  Competitions  of  September  1964  and  September  1965 

Category  A 3 or  more  passes  at  Advanced  level  and  4 or  more  different  subjects  at  Ordinary  level* 
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MEMORANDUM  No.  15 
submitted  by 

HER  MAJESTY’S  TREASURY 
June,  1967 


Proportion  of  established  entrants  to  the 
Scientific  Officer  Class 
with  higher  degrees 


The  Committee  asked  for  information  about  the  number  and  proportion 
of  scientific  officers  entering  the  Civil  Service  with  hrgher  degrees. 

2.  Information  is  only  readily  ascertainable  for  established  entrants. 
Initial  recruitment  in  a temporary  capacity,  with  later  permanent  appoint- 
ment, is  a common  feature  of  the  Scientific  Officer  Class  and  a high  propor- 
tion of  candidates  successful  in  the  open  competitions  held  by  the  Civil 
Service  Commission  are  already  temporary  civil  servants.  The  figures  in 
the  table  below,  supplied  by  the  Civil  Service  Commission,  relate  solely  to 
established  appointments  and  also  exclude  Research  Fellows  who  are 
appointed  for  short-term  periods.  The  number  of  entrants  with  higher  degrees 
excludes  those  who  at  the  time  of  entry  were  in  the  process  of  obtaining  such 
degrees. 


1961 

1962 

1963 

1964 

1965 

1966 


Total  1961-6 


the  Scientific 

Officer  Class  with 

higher  degrees 

D.,  D.Phil.  or  M.Sc.)  1961-1965 

Total 

No.  with 

Percentage  with 

Entrants 

higher  degree 

higher  degree 

...  197 

62 

32 

...  218 

92 

42 

...  177 

59 

33 

...  162 

60  (73) 

37  (45) 

...  195 

72  (89) 

37  (46) 

...  190 

53  (82) 

28  (43) 

...  1,039 

398 

38 

Notes  to  the  Table 

(а)  The  figures  in  brackets  include  both  those  awarded  higher  degrees  and  those  whose 

higher  degree  was  not  completed  or  not  awarded  at  the  time  of  application.  Almost 
of  the  latter  are  likely  to  have  been  awarded.  The  numbers  in  course  of  obtaining  a nigner 
degree  are  not  available  for  1961-63.  . 

(б)  Over  the  past  three  years  M.Sc.’s  account  for  about  20  per  cent,  of  the  total  number 

of  higher  degrees.  , . c . officer 

(c)  The  figures  relate  to  those  established  in  the  recruitment  grades  of  Scientific  umcer 
and  Senior  Scientific  Officer. 
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MEMORANDUM  No.  16 


submitted  by 

THE  MINISTRY  OF  LABOUR 
February  1967 


Ministry  of  Labour  Cadets 


The  following  tables , prepared  by  the  Ministry  of  Labour , give  information 
about  the  educational  background  of  Ministry  of  Labour  Cadets.  Table  A 
shows  the  university,  school , subject  and  class  of  degree  of  each  successful 
candidate  in  1950 , 1955  and  1960-65,  and  whether  the  candidate  was  appointed 
or  declined  appointment.  Table  B shows  the  types  of  school,  university  and 
degree  subjects  of  all  candidates  in  1966  and  1967,  with  information  about 
successes  in  1966. 


Table  A 

Ministry  of  Labour  Cadets 
Successes  1950,  1955  and  1960-65 


Year 

Sex 

University 

School 

Degree 

Subject 

Degree 

Class 

Appointed 

or 

Declined 

1950 

MI 

F 

Cambridge 

(Girton) 

Christ’s  Hospital 
Hertford 

Geography 

2(1) 

Appointed 

F 

M 

Liverpool 

London 
(External) 
Cambridge 
(St.  • , * 
Catherine  s) 

Aigburth  Vale 
H.S.,  Liverpool 

Geography 
and  Mod. 
History 

Pass 

Appointed 

Appointed 

M 

Blackpool  G.S., 
Lancs. 

Geography 

2(0 

Appointed 

F 

Manchester 

Loreto  H.S., 
Manchester 

English  Lang, 
and  Lit. 

1st 

Declined 

Mil 

M 

Glasgow 

Dunoon  G.S. 

English  Lang, 
and  Lit. 

2nd 

Appointed 

M 

Durham 

Batley  G.S., 
Yorks. 

History 

2(0 

Appointed 

1955 

MI 

M 

Liverpool 

Chorley  G.S. 

English  Lang, 
and  Lit. 
Mod.  History 

1st 

Appointed 

M 

Ox.  (Oriel) 

Kingswood, 

Bath 

2nd 

Appointed 

M 

Newcastle 

St.  Cuthbert’s 
G.S.,  Newcastle 

French 

3rd 

Appointed 

F 

Liverpool 

Bellerive 
Convent  G.S, 
Liverpool 

Geography 

200 

Appointed 

F 

Reading 

Bedgebury  Park 
Goudhurst, 
Kent 

History, 
French,  and 
Political 
Economy 

2nd 

Appointed 

F 

Edinburgh 

Queen’s  College, 
London,  W.l 

French 

2nd 

Declined 
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Table  A — continued 


Ministry  of  Labour  Cadets 


Year 

Sex 

University 

School 

Degree 

Subject 

Degree 

Class 

Appointed 

or 

Declined 

F 

London 

(Bedford) 

Blackpool  Girls’ 
Collegiate 

English 

2(0 

Declined 

Mil 

F 

M 

Oxford 
(St.  Hilda’s) 

Oxford 

Walthamstow 

Hall, 

Sevenoaks, 

Kent 

Lit.  Hum. 

2nd 

Appointed 

Declined 

F 

Cambridge 

(Girton) 

Queen  Anne’s 
School, 
Caversham, 
Berks. 

Economics 

2(u) 

Declined 

1960 

Ml 

F 

Sheffield 

The  G.S.,  Pudsey 

History 

2(0 

Appointed 

M 

London 

(L.S.E.) 

The  City  School, 
Lincoln 

Economics 
and  Govern- 
ment 

2® 

Appointed 

M 

Cambridge 

(Christ’s) 

Trinity  School 
of  John 
Whitgift 

History 

2(0 

Appointed 

M 

Oxford 

(Trinity) 

Beaumont  Coll., 
Old  Windsor 

Lit.  Hum. 

2nd 

Appointed 

Mil 

F 

Oxford  (Lady 
Margaret 
Hall) 

The  Mary 
Erskine  School, 
Edinburgh 

Modem 

History 

2nd 

Declined 

M 

Cambridge 

(Trinity) 

John  Fisher 
School, 
Purley 

English 

2(h) 

Appointed 

M 

Cambridge 

(Corpus 

Christi) 

Stretford  G.S., 
Lancs. 

Economics 

2(0 

Appointed 

1961 

MI 

M 

Keele 

Heston  G.S., 
Newcastle 

Political 

Institutions 

2(0 

Appointed 

F 

Manchester 

Wallingford 
County  G.S. 

French 

2(u) 

Appointed 

F 

Edinburgh 

Northampton 

H.S. 

History 

2nd 

Declined 

MU 

M 

Reading 

Chingford 
County  H.S. 

Geography 

2(0 

Declined 

M 

Oxford 
(St.  John’s) 

Charterhouse 

Modem 

History 

2nd 

Appointed 

M 

Oxford 

(Balliol) 

Ardingley 

College 

Modem 

History 

2nd 

Appointed 

M 

London 

(L.S.E.) 

Kingston  G.S., 
Surrey 

Economics 

2(H) 

Appointed 

M 

Oxford 

(Merton) 

Emmanuel 
School,  S.W.I1 

Lit.  Hum. 

2nd 

Appointed 

1962 

M 

Oxford 

(Christ 

Church) 

Oundle 

Modem 

Languages 

2nd 

Appointed 

MI 

M 

Leeds 

St.  Bede’s  G.S., 
Bradford 

Geography 

2(0 

Appointed 

M 

Manchester 

Loughborough 

G.S. 

French 

2(0 

Appointed 

M 

Manchester 

St.  Bede’s  Coll., 
Manchester 

History 

2(0 

Appointed 

F 

Cambridge 

(Girton) 

Sutton  H.S., 
Surrey 

Classics 

2(0 

Appointed 

M 

Oxford 

(Wadham) 

Harvey  G.S., 
Folkestone 

French  and 
German 

2nd 

Declined 
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Year 

Sex 

University 

School 

Degree 

Subject 

Degree 

Class 

Appointed 

or 

Declined 

F 

London 

(University) 

Chatham  G.S., 
Kent 

Modem 

Languages 

1st 

Declined 

Mil 

M 

No  University 
(Regular 
H.M.F.) 

Eastbourne 

College 

Appointed 

m 

London 

(L.S.E.) 

Warwick  School 

Philosophy 

and 

Economics 

2(ii) 

Appointed 

m 

Durham 

Sir  George 
Monoux  G.S., 
E.17 

Geography 

2(0 

Appointed 

1963 

MI 

m 

Keele 

Moseley  G.S., 
Birmingham 

English  and 
History 

2(0 

Appointed 

M 

Manchester 

Clee  Humber- 
stone  Founda- 
tion School, 
Cleethorpes 
Epsom  College 

History 

2(0 

Declined 

mh 

M 

Oxford 

(Magdalen) 

History 

2nd 

Appointed 

F 

Bristol 

Queen  Eliza- 
beth’s G.S., 
Barnet 

French 

2(0 

Appointed 

F 

Leicester 

Chislehurst  and 
Sidcup  Girls’ 
G.S. 

Sociology 

m 

Appointed 

M 

Edinburgh 

Tonbridge 
School,  Kent 

Mental 

Philosophy 

2nd 

Declined 

M 

Durham 

Dame  Allan’s 
Boys’, 
Newcastle 

Economics 
and  Politics 

1st 

Declined 

1964 

M 

Oxford 

(Merton) 

Beaumont  Coll., 
Old  Windsor 

Modem 

Languages 

1st 

Declined 

F 

Cambridge 

(Newnham) 

Notting  Hill  and 
Ealing  H.S., 
W.13 

History 

m 

Declined 

MU 

M 

No  University 
(O.C.S.  Cand.) 

Dunfermline 

H.S. 

— 

— 

Appointed 

M 

Exeter 

Haberdashers’ 

Aske, 

Hampstead 

German 

2(0 

Appointed 

M 

Birmingham 

Hampton  G.S., 
Middlesex 

Social 

Studies 

2(H) 

Declined 

F 

Keele 

St.  Leonard’s 
School, 

St.  Andrews, 
Fife 

Philosophy 
and  Greek 

2(H) 

Declined 

F 

Edinburgh 

Malvern  Girls’ 
College 

Classics 

2nd 

Declined 

1965 

M 

Cambridge 

(King’s) 

Luton  G.S. 

Modem  and 
Med.  Lang. 

2(H) 

Declined 

MI 

M 

No  University 
(O.C.S.  Cand.) 

Wellington 

College, 

Crowthome 

Appointed 

F 

Wales  (Cardiff) 

Malton  G.S., 
Yorks. 

English 

2(0 

Appointed 

F 

London 

(University) 

Stretford  G.S., 
Lancs. 

History 

2(0 

Appointed 

F 

Nottingham 

Sutton  Coldfield 
G.S. 

French 

2(0 

Declined 
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Year 

Sex 

University 

School 

Degree 

Subject 

Degree 

Class 

Appointed 

or 

Declined 

M 

Durham 

Wisbeck  G.S. 

Economics 
and  Politics 

2(H) 

Declined 

M 

St.  Andrews 

Solihull  School, 
Warwicks. 

French  and 
German 

2nd 

Declined 

Mil 

M 

Keele 

Cranbrook 
School,  Kent 

French  and 
Political 
Institutions 

2(ii) 

Appointed 

F 

Belfast 

Regent  House, 
Newtownards, 
Co.  Down 

French 

2(0 

Appointed 

F 

Oxford 
(St.  Hilda’s) 

St.  Julian’s  H.S., 
Newport 

Modem 

History 

2nd 

Declined 

F 

Wales  (Cardiff) 

Whitchurch 
G.S.,  Cardiff 

English 

2(0 

Declined 

F 

London 

(University) 

The  Dame  Alice 
Harpur, 
Bedford 

Geography 

2(0 

Declined 

• 

M 

London 

(L.S.E.) 

Brighton,  Hove 
and  Sussex 
G.S. 

Law 

2(0 

Declined 
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Educational  background  of  Candidates  for  Cadet  posts— 1966  and  1967 


1.  Type  of  last  school 
L.E.A.  Grammar 
Direct  Grant 
Public 
Other 

1966 

1967 

All 

candidates 

Passed 

F.S.B. 

Appointed 
to  posts 

All 

candidates 

33 

8 

5 

21 

5 

1 

12 

2 

5 

49 

9 

10 

53 

Total 

67 

18 

7 

121 

2.  Type  of  higher  education 

Oxford  or  Cambridge 

9 

5 

2 

18 

London  University 

3 

1 

15 

Scottish  Universities 

6 



8 

fOther  U.K.  Universities 

49 

11 

4 

59 

Abroad 

— 

1* 

1* 

13 

Non-University 

— 

8 

Total 

67 

18 

7 

121 

3.  Degree  subjects 

Classics 

5 

— 



7 

English 

6 

3 

1 

11 

Geography 

2 

1 

5 

History 

14 

2 

1 

23 

Modern  Languages 

6 

2 



14 

Social  Sciences 

8 

2 



11 

Economics  and  P.P.E. 

7 

3 

3 

21 

General  Honours 

1 

— 

2 

Science 

1 

1 

1 

Maths 

4 

2 

1 

4 

Engineering 

1 

— 

3 

Law 

1 

1 



6 

Accountancy 

— 





Other 

11 

1 

— 

14 

Total 

67 

18 

7 

121 

* Dublin  University, 
t As  attached. 


the  University  of  Southampton  Library  Digitisation  Unit 


354 

Break-down  of 


Exeter  . • • 

Cardiff 

Leeds  ... 

Swansea 

Manchester 

Nottingham 

Liverpool 

Keele 

Southampton 

Sheffield 

Reading... 

Sussex  . . . 

Newcastle 

Hull  ... 

Birmingham 

Bristol 

Durham 

Leicester 

Bangor 

York  ... 


Total  ... 


Ministry  of  Labour  Cadets 

Type  of  higher  education-Other  U.K.  Universities 

1967 

Appointed 


item  2. 

1966 

All  candidates  F.S.B. 


All  candidates 


3 

3 

3 
2 
2 
2 

4 
1 

3 

4 
1 
1 
4 
6 
1 
2 
2 
2 
1 
2 


49 


Keele 

Hull 

Liverpool ... 

East  Anglia 

Reading  ... 

Bristol 

Durham  . . . 

Cardiff 

Sheffield  . . . 

Manchester 

Nottingham 

Aberystwyth 

Birmingham 

Exeter 

Leicester  ... 

Southampton 

Bangor 

Newcastle 

Leeds 

Bradford  ... 

York 

Sussex 

Total  ... 


3 

3 

3 

3 

2 

2 

3 

1 

3 

1 

2 

1 

1 

59 
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MEMORANDUM  No.  17 


submitted  by 

HER  MAJESTY’S  TREASURY 

■i 

August,  1966 

! 

Recruitment  of  women  to  the  Civil  Service 


At  an  early  meeting  of  the  Committee  it  was  agreed  to  provide  information 
about  the  numbers  of  women  who  applied  for  posts  and  the  numbers 
recruited.  Members  have  subsequently  received  a copy  of  the  report  of  the 
Civil  Service  Commissioners  for  1965  which,  like  their  report  for  1964 
circulated  earlier,  gives  the  numbers  for  both  men  and  women  of  applica- 
tions, of  candidates  examined  and  interviewed  and  numbers  declared  success- 
ful for  each  competition.  This  note  amplifies  this  information  by  giving  the 
total  figures  for  applications,  successes  and  appointments  for  men  and 
women  from  1960  to  1965  inclusive,  covering  all  open  competitions  held  by 
the  Commissioners  but  excluding  competitions  confined  to  members  of  H.M. 
Forces  or  H.M.O.C.S.  in  which  the  candidates  numbering  some  1,000  to 
2,000  a year  are  almost  all  men.  The  table  also  shows  the  figures  for  men  and 
women  as  a percentage  of  the  total. 

The  other  tables  contain  similar  statements  for  open  competitions  for  the 
Administrative,  Executive,  Clerical  and  Clerical  Assistant  Classes  but  the 
tables  other  than  the  summary  table  give  applications  and  successes  only. 

In  the  summary  table  the  difference  between  the  numbers  successful  and 
the  numbers  certified/appointed  represents  for  the  most  part  candidates  who 
withdrew,  or  were  found  ineligible,  or  were  rejected  for  health,  character  or 
other  reasons  after  having  been  declared  successful. 

The  information  in  the  tables  is  based  on  information  published  in  the 
Commissioners’  Annual  Reports. 


Summary  for  all  Open  Competitions 


Men 

Women 

Applica- 

Certified/ 

Applica- 

Certified/ 

Year 

tions 

Successful 

Appointed 

tions 

Successful 

Appointed 

1960 

45,262 

11,461 

8,817 

23,154 

9,228 

6,261 

(66-2%) 

(55-6%) 

(58-3%) 

(33-8%) 

(44-4%) 

(41-7%) 

1961 

47,658 

11,965 

7,489 

24,724 

11,031 

6,398 

(66-0%) 

(52-2%) 

(53-9%) 

(34-0%) 

(47-8%) 

(44-1%) 

1962 

55,637 

13,943 

8,684 

31,536 

13,661 

7,666 

(64-9%) 

(50-0%) 

(53-0%) 

(36-1  %) 

(50-0%) 

(47-0%) 

1963 

64,666 

14,016 

8,376 

31,358 

12,214 

6,707 

(67-4%) 

(53-5%) 

(55-6%) 

(32-6%) 

(46-5%) 

(44-4%) 

1964 

60,417 

14,491 

11,074 

35,175 

11,094 

7,777 

(63-3%) 

(56-6%) 

(58-7%) 

(36-7%) 

(43-4%) 

(41-3%) 

1965 

56,802 

13,312 

10,162 

28,005 

9,653 

6,277 

(67-0%) 

(57-8%) 

(61-6%) 

(33-0%) 

(42-2%) 

(38-4%) 
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Recruitment  of  women  to  the  Civil  Service 

Administrative  Class 

Open  competition  entrants  to  Assistant  Principal  (. Methods  I and  II) 
Applications  and  successes  showing  men  and  women  as  a percentage  of  the 
total  applications  and  successes 

Men  Women 


Year 

Applications 

Successful 

Applications 

Successful 

1960  ... 

80-3 

86-5 

19  7 

13-5 

1961  ... 

87-2 

94- 1 

12-8 

5-9 

1962  ... 

85 

95-7 

15 

4-3 

1963  ... 

83-7 

85-5 

16-3 

14-5 

1964  ... 

811 

85-6 

19-9 

14-4 

1965  ... 

77-6 

85-6 

22-4 

14-4 

Note.  Candidates  who  applied  by  both  Methods  are  counted  twice  in  the  figures  for 
applications,  but  there  were  no  “ dual  ” successes. 


Executive  Class 

Open  Competition  Entrants 

Applications  and  successes  showing  men  and  women  as  a percentage  of  total 
applications  and  successes 

Men  Women 


Year 

Applications 

Successful 

Applications 

Successful 

1960  ... 

61-8 

57-4 

38-4 

42-6 

1961  ... 

62-7 

61-1 

37-3 

38-9 

1962  ... 

58-9 

57-8 

41-1 

42-2 

1963  ... 

58-5 

56-2 

41-5 

43-8 

1964  ... 

58-4 

590 

41-6 

41-0 

1965  ... 

57-4 

56-9 

42-6 

43-1 

Executive  Class 
Open  Competition  Entrants 

Applications  and  successes  showing  men  and  women  as  a percentage 
of  total  applications  and  successes 

Men  Women 


Year 

Applications 

Successful 

Applications 

Successful 

1960  ... 

52-6 

47-4 

47-2 

52-6 

1961  ... 

47-0 

45-7 

53-0 

54-3 

1962  ... 

490 

46-3 

510 

53-7 

1963  ... 

46-4 

45-2 

53-6 

52-8 

1964  ... 

54-6 

52-9 

45-4 

47-1 

1965  ... 

53-2 

51  0 

46-8 

490 
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Recruitment  of  women  to  the  Civil  Service 

Clerical  Assistants  Class 

Open  Competition  Entrants  ( School  Leavers  only) 
Applications  and  successes  showing  men  and  women  as  a percentage 
of  total  applications  and  successes 


Men  Women 


Year 

Applications 

Successful 

Applications 

Successful 

1960  ... 

400 

39-3 

60-0 

60-7 

1961  ... 

39-1 

37-9 

61-9 

62- 1 

1962  ... 

380 

37-4 

620 

62-6 

1963  ... 

41-5 

420 

59-5 

58  0 

1964  ... 

37-2 

38-2 

62-8 

61-8 

1965  ... 

33-4 

32-7 

66-6 

67-3 
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MEMORANDUM  No.  18 
submitted  by 

HER  MAJESTY’S  TREASURY 
September,  1966 

Establishment 


1.  We  have  been  asked  what  significance  the  term  “ establishment  ” now 
has  for  the  Civil  Service;  and  whether  it  is  necessary  to  retain  this  particular 
status. 

Establishment  and  Pensionability 

2.  The  Annex  to  the  paper  sets  out  the  conditions  of  establishment  and 
the  origins  and  development  of  the  concept.  But  it  is  not  logically  necessary 
that  “ establishment  ” should  be  an  essential  pre-requisite  to  the  granting 
of  a pension.  Arrangements  could  be  devised  for  civil  servants  to  become 
eligible  for  a pension  at  the  appropriate  time  in  their  service  without  the 
present  formalities  attaching  to  established  status.  If  the  concept  has  value 
— which  we  suggest  it  has — this  is  for  other  reasons  than  pensionability. 

Establishment  and  Mobility 

3.  Establishment  is  commonly  regarded  as  an  impediment  to  mobility. 
But  other  means  can  be  developed  for  ensuring  movement,  which  is  desirable 
if  the  Civil  Service  is  not  to  be  cut  off  from  the  outside  world.  Pension 
transferability  is  not  the  decisive  factor  in  determining  the  need  for  some 
system  of  establishment.  Establishment  is  no  bar  to  the  recruitment  of  people 
later  in  life  some  way  up  the  hierarchy.  Nor  does  establishment  mean  that 
a civil  servant  is  unduly  protected  and  that  unwanted  civil  servants  cannot 
be  got  rid  of.  We  do  dismiss  about  a thousand  civil  servants  a year.  A 
separate  paper  will  be  put  to  the  Committee  on  this  aspect1,  but  establish- 
ment does  not  mean  that  a civil  servant  cannot  be  dismissed. 

Establishment  and  Selection 

4.  As  explained  in  the  Annex,  the  Civil  Service  Commission  conducted 
their  early  examinations,  and  subsequently  “ certificated  ” or  “ established  ” 
the  candidate,  in  order  to  avoid  the  allegations  of  patronage  in  Government 
appointments.  The  selection  of  candidates  was  open  and  above  board,  and 
was  seen  to  be  so.  This  has  developed  over  the  years  until  the  Commission’s 
operations  cover  all  those  who  come  into  Government  service  with  the  in- 
tention of  making  it  their  career.  Temporary  civil  servants  are  recruited  by 
the  Department  requiring  their  services  without  consulting  the  Commission, 
unless  the  appointment  is  on  contract  for  five  years  or  more,  when  the  Com- 
mission have  to  be  associated  with  the  selection  procedures. 
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362  Establishment 

5.  There  is  still  a need  for  the  Civil  Service  Commission  to  operate  their 
selection  procedures  openly  and  fairly.  There  may  well  be  little  risk  of 
“ patronage  ” re-emerging  on  the  lines  of  the  early  19th  Century;  but  different 
periods  bring  their  own  problems,  and  the  development  of  short-term  and 
contract  appointments,  and  the  increasing  mobility  in  all  walks  of  life,  may 
once  again  high-light  the  importance  of  the  Commission’s  role  in  ensuring 
that  those  who  come  into  Government  service  as  a life-time  career,  are  selected 
— and  seen  to  be  selected — openly  and  without  any  suspicion  of  influence. 
Established  status  is  a mark  that  these  processes  have  taken  place. 

Establishment  and  Careers  in  Government  Service 

6.  Above  all  else,  however,  establishment  remains  necessary  for  the  great 
bulk  of  the  staff,  since  it  carries  with  it  the  assurance  that,  given  competence 
and  reasonable  conduct,  they  will  have  a permanent  career  in  the  Service 
as  a whole,  and  not  necessarily  confined  to  the  Department  to  which  they 
may  first  be  allocated.  With  the  frequent  changes  in  the  machinery  of  Govern- 
ment which  are  now  a feature  of  life  in  the  Service,  some  such  status  is 
necessary  in  order  to  recruit  or  transfer  officers  who  might  otherwise  feel 
unwilling  to  join  an  organisation  which  could  well  have  a limited  life.  The 
present  example  of  the  way  we  are  staffing  the  Land  Commission,  mentioned 
in  the  course  of  the  Treasury’s  oral  evidence  to  the  Committee  on  26th  July, 
is  very  relevant  to  this  argument.  The  civil  servant  often  spends  much  of  his 
working  life  developing  skills  which  are  not  necessarily  specifically  useful 
to  the  outside  world,  and  which  he  may  find  unmarketable  if  turned  off  in 
mid-career  by  the  shifts  and  changes  of  political  decisions.  As  an  established 
officer  he  can  look  forward  to  re-allocation  between  Departments  to  meet 
the  changes  which  the  Government  decides  upon;  and  unless  some  such 
provision  is  maintained,  it  will  prove  difficult  if  not  impossible  to  staff  new 
organs  of  Government,  and  will  quite  probably  aggravate  the  already  serious 
recruitment  situation. 

Conclusion 

7.  For  these  reasons  it  is  our  view  that  established  status  is  a continuing 
necessity  for  the  efficient  operations  of  the  Civil  Service. 
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ANNEX 

ESTABLISHMENT 
DEFINITION  AND  ORIGINS 


Definition 

An  established  civil  servant  is  one  who  has  been  admitted  to  the  Civil 
Service  with  a certificate  from  the  Civil  Service  Commission  or,  more  rarely, 
holds  his  appointment  direct  from  the  Crown,  e.g.  the  Civil  Service  Com- 
missioners themselves.  The  conditions  which  must  be  satisfied  before  the 
Commissioners  may  issue  a certificate  are  laid  down  in  the  general  regulations 
made  by  the  Civil  Service  Commissioners.  In  general  a candidate  for  estab- 
lishment has  to  satisfy  the  Commissioners  that  he  is  within  the  limits  of  age 
prescribed  and  subject  to  certain  exceptions  that  his  health  is  such  as  to 
qualify  him  for  the  situation  which  he  seeks;  that  he  is  likely  to  give  regular 
and  effective  service  up  to  the  normal  minimum  age  of  retirement;  and  that 
his  character,  knowledge  and  ability  qualify  him  for  the  situation  which  he 
seeks. 

Origins 

The  procedure  whereby  a certificate  from  the  Civil  Service  Commissioners 
is  a normal  pre-requisite  for  establishment  dates  from  days  of  the  Northcote- 
Trevelyan  reforms.  The  first  Civil  Service  Commissioners  were  appointed 
in  1855  to  conduct  the  examination  of  the  young  men  proposed  to  be  appointed 
to  any  of  the  junior  situations  in  the  Civil  Establishments,  with  the  duty  of 
satisfying  themselves  as  to  the  age,  health  and  character  of  candidates  for 
such  situations,  and  to  ascertain  that  they  possessed  the  necessary  knowledge 
and  ability  for  the  proper  discharge  of  their  official  duties.  The  existence  of 
patronage  was  the  main  reason  for  this  procedure.  The  1855  measures  only 
extended  to  a limited  number  of  posts,  but  later  the  Civil  Service  Com- 
mission’s sphere  of  influence  was  gradually  extended.  What  is  more  an 
effective  sanction  was  soon  introduced  when  the  Superannuation  Act  of  1859 
provided  that,  with  certain  exceptions,  no  person  should  thereafter  be  deemed 
to  have  served  in  the  permanent  Civil  Service  of  the  State  for  the  purposes 
of  that  Act  unless  he  should  have  been  admitted  with  a certificate  from  the 
Civil  Service  Commissioners. 

Thus  at  an  early  stage  “ established  ” and  “ pensionable  ” became 
associated  to  such  an  extent  that  in  many  people’s  eyes  they  were  virtually 
synonymous  e.g.  the  Report  of  the  MacDonnell  Royal  Commission  (1914) 
discussed  the  question  of  establishment  almost  solely  in  terms  of  pensions. 
Established  staff  met  the  permanent  needs  of  the  Service.  They  were  recruited 
on  the  assumption  that  they  would  give  a lifetime  s service  and  only  they 
were  pensionable.  Moreover  pensionability  implied  continuous  service  over 
a working  life. 
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MEMORANDUM  No.  19 


submitted  by 

HER  MAJESTY’S  TREASURY 
October,  1967 

Establishment  Procedure 


The  act  of  becoming  “ established  ” involves  the  issue  of  a certificate  of 
qualification  from  the  Civil  Service  Commission  which  comes  into  effect  on 
the  civil  servant’s  taking  up  his  appointment.  As  will  be  seen  from  the 
specimen  certificate  at  appendix  A,  the  Commission  issues  the  certificate 
on  being  satisfied  that  the  applicant  is  properly  qualified  in  respect  of 
nationality,  age,  health,  character,  and  knowledge  and  ability.  The  Com- 
missioners make  such  enquiries  as  they  think  necessary  when  they  themselves 
have  recruited  the  applicant  in  the  first  place.  A great  many  civil  servants 
who  have  been  established  in  recent  years  were  originally  recruited  by  their 
department.  In  these  cases  the  Commission  does  not  repeat  any  enquiries 
which  have  been  carried  out  by  the  recruiting  department  acting  under  the 
general  supervision  of  the  Commissioners. 

2.  All  applicants  for  established  posts  fill  in  a form  (appendix  B)  which 
gives  a certain  amount  of  information  about  themselves.  This  information 
is  supplemented,  if  necessary,  by  additional  enquiries.  In  more  detail  the 
procedure  is  as  follows: 

(a)  Nationality:  in  the  absence  of  any  doubt  the  statement  made  by  the 
candidate  at  the  time  of  his  application,  supported  by  the  evidence 
obtained  from  his  Birth  certificate,  is  accepted. 

( b ) Age:  is  checked  against  Birth  certificate. 

(c)  Health:  for  a few  grades  where  physical  fitness  is  essential,  there  is 
always  a medical  examination.  But  in  nearly  all  cases  such  an 
examination  is  only  required  if  this  appears  to  be  necessary  in  the 
light  of  the  medical  record  (health  declaration)  supplied  by  the 
candidate  (appendix  C)  or  from  any  other  information  available  to 
the  Commission.  In  cases  where  the  candidate  has  already  served 
in  a government  department  for  three  years  the  Commission  will 
normally  assess  him  on  the  basis  of  his  sick  absence  record  without 
asking  for  a health  declaration. 

(d)  Character:  enquiries  are  made  of  personal  referees,  schools  and 
employers  as  appropriate.  Normally,  these  enquiries  cover  the 
previous  three  years. 

(e)  Knowledge  and  ability:  the  evidence  required  varies  according  to 
the  type  of  recruitment 

(i)  In  some  cases,  success  in  one  of  the  Commission’s  examinations 
or  competitive  interviews  is  sufficient  by  itself. 
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(ii)  In  other  grades  (e.g.  messengers)  all  that  is  required  is  an 
assurance  from  the  department  that  the  candidate  has  satisfactorily 
performed  the  duties  of  his  grade  for  a prescribed  period. 

(iii)  Where  eligibility  depends  on  the  possession  of  certain  edu- 
cational, professional  or  technical  qualifications,  evidence  must  be 
provided  that  they  have  been  obtained  (in  some  cases,  e.g.  local 
recruitment  of  clerical  staff  this  is  checked  by  departments). 

3.  The  operations  leading  to  recruitment  and  those  leading  to  establish- 
ment cannot  meaningfully  be  costed  separately  at  any  rate  for  those  recruited 
by  the  Civil  Service  Commission.  An  estimate  of  the  staff  time  involved 
can  however  be  made  when  departments  recruit  staff  on  an  unestablished 
basis  and  later  submit  them  for  establishment.  The  work  in  departments  is 
essentially  the  assembly  of  the  relevant  information  for  the  Commission 
(specimen  form  at  appendix  D)  and  does  not  require  the  repetition  of  any 
work  which  departments  have  to  do  at  the  recruiting  stage.  The  time  taken 
varies  but  it  is  not  an  exacting  task. 

4.  Some  idea  of  the  scale  of  activity  may  be  gathered  from  the  number 
of  certificates  issued  in  1965  and  1966. 

1966  1965 

Appointed  Appointed 

Competitions  conducted  by  the  Commission  ...  19,700  23,500 

Other  cases  ...  ...  54,900  43,800 

(Commission’s  Annual  Reports  1965,  1966). 

This  probably  represents  something  in  the  neighbourhood  of  40  man  years 
in  departments  (other  than  the  Commission)  recruiting  staff.  The  work  of 
checking  age,  nationality,  health,  character,  education  certificates  etc.  and 
the  preparation  and  issue  of  the  certificates  occupies  about  85  of  the  staff 
at  the  Commission.  Most  of  this  work  would  still  be  necessary  in  order  to 
ensure  that  applicants  were  properly  qualified,  even  if  establishment  as  such 
ceased  to  exist,  if  the  Civil  Service  is  to  maintain  its  standards  of  competence 
and  honesty.  It  is  improbable  that  the  abandoning  of  “ establishment  ” 
would  save  any  staff  in  departments  though  it  might  release  for  other  duties 
one  or  two  of  the  people  now  employed  in  the  Civil  Service  Commission. 
Any  system  of  periodical  review  of  the  contracts  of  staff  employed  on  this 
basis  in  which  the  possibility  of  dismissal  was  a factor  would  undoubtedly 
require  more  staff. 

5.  The  main  arguments  for  retaining  establishment  have  already  been  set 
out  in  the  Treasury’s  previous  paper  on  the  subject1.  To  these  might  be  added 
the  consideration  that  security  of  tenure  is  one  of  the  factors  which  helps 
to  ensure  independence  of  advice. 


1 Memorandum  No.  18. 
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S.1338 


A+ 

Wt)  ettc 


of  the  Candidate  named  below; 

And  have  eatisfied  themselves  as  to  the  Candidate’s  qualifications  in  re, pea  of  nationality, 
age, health,  character,  and  knowledge  and  ability; 

j?0to  this  is  to  Crrtifp  that  the  Candidate  U qtudified  for 

employment  in  the 
situation  of 

Name  of  Candidate 

Date  of  Birth  as  stated 
to  the  Commissioners 


Dated 


One  of  Her  Majesty’s 
Civil  Service  Commissioners 


COMPETITION 


ORDER  OF  MERIT 


UU  DmWISJWM  ♦*  4IU  CHCU* 
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APPENDIX  B 


IN  CONFIDENCE  S.14W 

CIVII.  SERVICE  COMMISSION 


FORM  A 

Name  the  situation  for']  .... 
which  you  are  a candidate  y 


NOTE:  You  may  be  refused  establishment  or  dismissed  after  appointment,  if 
you  give  particulars  which  arc  found  to  be  false  within  your  knowledge 
or  if  you  wilfully  suppress  any  material  fact. 


THIS  PAGE  MUST  BE  COMPLETED  IN  YOUR  OWN  HANDWRITING 


1.  NAME  IN  (a)  Surname 

BLOCK  (6)  Christian  names  (in  full) 
LETTERS  ( e ) State  whether  Mr.,  Mrs.,  Miss, 
or  other  style  of  address. 

{it)  Surname  at  birtlvif  different 
from  (c).  If  you  do  not  know 
it,  write  “ unknown." 

2.  Postal  address  (in  full,  in  block  letters). 

Telephone  number 
(if  any) 

3.  Place  of  birth:  1 Date  of  birth: 

Age  last 
birthday: 

Are  you  a British  subject? 

If  so,  state  whether  you  are  a British  subject  by 
birth,  naturalisation  or  otherwise. 

Have  you  ever  possessed  or  acquired  a nationality 
other  than  British?  If  so,  give  full  particulars, 
with  dates. 

4.  Father’s  name 
Father's  address 

Father’s  profession  or  trade 
(If  he  is  dead,  you  should  say  so;  and  his  last 
address  and  his  profession  or  trade  should  be  given.) 

Give  place  of  father’s  birth 
his  nationality  at  birth 

his  present  nationality  (or,  if  deceased,  his 
nationality  at  death). 

Give  place  of  mother's  birth 
her  nationality  at  birth 

her  present  nationality  (or,  if  deceased,  her 
nationality  at  death) 
her  full  maiden  name. 

Has  either  your  father  or  your  mother  ever 
possessed  or  acquired  a nationality  other  than 
British?  If  so,  give  full  particulars,  with  dates. 

5.  Are  you  single,  married,  or  widowed? 

If  married  or  widowed,  give  your  wife's  full  maiden 
name  (or  husband's  full  name)  and  her/his 

(4  place  of  birth 
(b)  nationality  at  birth 
tc)  present  nationality  (or,  if  deceased, 
nationality  at  death). 

If  sbe/he  has  ever  possessed  or  acquired  a 
nationality  other  than  British,  give  full  particulars, 
with  dates. 

<.  So  far  as  you  are  aware,  have  you  any 
disease  or  physical  defect?  If  so, 
give  particulars. 

7.  Have  you  previously  been  a candidate 
for  an  appointment  in  the  Civil 
Service? 

if  so,  (a)  the  appointment; 

state  Cfc)  when; 

m each  frj  whether  the  post  was 

case  permanent  or  temporary; 

(d)  the  result. 
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IN  CONFIDENCE 

8.  SCHOOLS.  Give  the  name  and 
addrets  of  the  last  school  you 
attended  after  the  age  of  14  (with 
dates.) 


Give  details,  with  dates,  of  any 
educational  certificates  you  obtained, 
e.g.,  in  G.CE.  or  equivalent  exam- 


9.  Particulars  of  any  employment  you  have  had  during  the  last  ten  years:— 


Name,  full  address, 
and  business,  etc.,  of 
Employer 

Position  held 
where  employed 

Length  of  stay 
(month  and 
year) 

From  To 

1 

Occupation 

interval 

(1st) 

(2nd) 

Urd) 

(4th) 

10.  If  you  have  been  in  business  on  your 
own  account  give  the  nature  of  it  and 
the^dates  between  which  it  was 

11.  SERVICE  IN  H.M.  FORCES 

(i)  If  you  have  served  in  H.M. 
Forces,  state 

(a)  which  Service: 

(ft)  your  rank  or  rating,  and 
official  number; 

(cj^your  corps,  regiment,  or 

(if)  die  dates  of  your  whole- 

(ii)  Mention  any  decorations  or  dis- 
tinctions gained. 

(iii)  If  you  were  discharged  for 
medical  reasons,  give  par- 
ticulars, and  say  whether 
you  are  or  were  in  receipt 
of  a disability  pension. 

12.  Any  time  during  the  last  ten  years  not 
already  accounted  for  should  be 
accounted  for  here. 

o referees  as  to  character  who 
have  given  permission  (or  their  names 
These  should  be 

, .-sons  of  mature  age, 

ir  employers  or  relations,  but 
wcu  acquainted  with  you  in  private 


lb)  Name 
Address 


14.  Ja)  Have  you  at  any  time  been  convicted  or  found  guilty 
of  any  offence  by  any  Court  or  Court  Martial,  or  have 
you  been  put  on  probation  or  absolutely  or  condi  tion- 
' n after  being  charged  with 


ally  discharged  or  bound  o> 


which  has  not  yet  been  disposed  of? 

(c)  If  the  answer  to  either  (<r)  or  (ft}  is  “ Yes."  please  give 
here  full  details  including  the  dale  and  place  of  the 
Court  hearing,  the  nature  of  the  offence  and  the  sentence 
or  order  of  the  Court.  (Answering"  Yes  " to  either  of 
these  questions  does  not  necessarily  bar  you  from 
appointment.  Every  case  is  considered  on  its  merits). 


I declare  that  the  answers  to  all  these  questions  are  complete  and  correct. 


Usual  Shmture  _ 

SV2  WW«i3  IMM  5X7  CMC  15} 


Dale- 
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APPENDIX  C 


H-D./Male 

S.925 


Reference 

CIVIL  SERVICE  COMMISSION 

FORM  OF  DECLARATION 


As  tiie  Civil  Service  Commissioners  have  to  enquire  into  the  physical  qualifications  of  candidates  for  their  Certificate  of 
QuaEfication  you  are  requested  to  complete  this  form  and  return  it  in  the  enclosed  addressed  envelope. 


Warning— Should, you  give  particulars'  or  answers  which  are  found  to  be  false  within  your  knowledge,  you  will  be  liable  to  dis- 
qualification, or — if  appointed — to  dismissal;  and,  if  otherwise  entitled  to  Superannuation  Allowance,  you  will  forfeit  all  claim 
thereto.  The  wilful  suppression  of  any  material  fact  will  be  similarly  penalised. 


I.  State  your  Surname  — . . — . 

name  in  (in  block  letters ) 

Age  last 

2.  Situation  or  class  of  appointment 
for  which  you  are  a candidate. 

3.  What  is  your  height  (without  shoes)  ? 

and  your  present  weight  ? 

Yes  or  No 


4.  (a)  Is  your  sight  in  each  eye  satisfactory  without  glasses  ? 


Right 

Left 


(b)  Can  you  read  the  smallest  sizes  of  newspaper  print  comfortably  (with  glasses,  if  worn)’ 

(c)  Can  you  read  ordinary  newspaper  headlines  without  glasses  ? 

(d)  Can  you  read  a motor  car  number  plate  at  3 yards  without  glasses  ? 

(e)  Is  your  hearing  in  each  ear  good  for  all  purposes,  including  telephoning? 

(f)  Are  you  free  from  any  ear  discharge? 

(g)  Are  you  free  from  any  defect  of  speech? 

(A)  Have  you  full  use  of  your  hands  and  limbs? 

(i)  Are  you  free  from  any  swelling,  rupture  or  varicose  veins? 


( j ) Are  you  free  from  skin  disease? 

(A)  Are  you  free  from  any  other  bodily  infirmity? 
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6.  Have  you  ever  had:—  Yes  or  No 

(a)  rheuma tic  fever?  

(A)  heart  trouble?  . 

(c)  fainting  or  fits?  ■ 

(d)  paralysis?  

(e)  tuberculosis?  . — 

(/)  gastric  ulcer,  duodenal  ulcer,  or 

other  internal  ulcer  7 


7.  Have  you  had:—  Yes  or  No 

(а)  running  from  the  ears?  

(б)  skin  trouble?  

(e)  asthma?  

(d)  bronchitis?  .. 

(e)  pleurisy?  

(/)  arthritis,  or  gout?  — 

(?)  rheumatism?  - ■ ... 

(A)  back  or  joint  trouble?  

(0  nervous  breakdown?  

if)  nervous  debility?  

(A)  any  other  illness  or  disease?  

(2)  any  serious  accident?  

(m)  any  operation?  


Yes  or  No 

(?)  ulcerative  colitis?  

(A)  diabetes?  

(0  stone  or  gravel  ? 

(/)  excessive  bleeding?  

( k ) high  blood  pressure?  — 


If  any  reply  is  ‘Yes*  please  give  particulars  including  length 
of  illness  or  treatment,  with  approximate  dates. 


Yes  or  No  If  the  answer  is  ‘Yes’  please  give  any  particulars 
and  approximate  date. 


E.  "(a)  Have  yon  been  medically  rejected  for  service 
in  H.M.  Forces? 


(A)  Has  any  insurance  company  declined  to 
accept  a proposal  to  insure  your  life? 


(e)  Have  any  of  your  near  relations  had 
pulmonary  tuberculosis,  asthma,  fits, 
epilepsy  or  mental  disorder? 
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.Have  you  required  a doctor  during  the  last  3 years?  (Please  answer  YES  or  NO) 

If  the  answer  is  YES  please  give  the  following  particulars  for  each  occasion : — 


Nature  of  ailment 
(use  a separate  line 
for  each,  illness) 

Dates  of  beginning  and 
end  of  illness 

(as  near  as  you  can  give  them) 

Number  of  weeks  unable 
to  attend  school  or 
to  follow  usual 
occupation 

(If  more  space  is  required  continue  overleaf  ) 


10.  What  is  the  name  and  address  of  your  doctor? 


The  following  question  applies  to  candidates  for  appointment  to  posts  which  have  a liability  for  service  abroad. 
VL  Are  you  fit  for  tours  of  duty 

in  any  part  of  the  world  ? — — — 


I declare  that  all  the  foregoing  statements  are  true  and  complete  to  the  best  of  my  knowledge  and  belief. 


Signature  of  candidate 


Date. 


: 


i 


3923  Dd.  393930  MM  12,*7  CMC  U4 
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596/1 

CERTIFICATE 


CIVIL  SERVICE  COMMISSION 


Other  CS.C 
Application* 


Eligibility  checked: — ■ 

Age 

Nationality: 

(a)  General  rule 

(b)  DeptLruIo 

Health 

Character 

Knowledge  and  Ability 
Other  Point* 


_ to  Dept  despatched  _ 


Prfd*  of  original  documents  returned  (If  any):— 


TO  BE  COMPLETED  BY  THE  SUBMITTING  DEPARTMENT 


Name  of  candidate  IN  BLOCK  LETTERS 


(Surname) 


(Chriitian  names  in  full) 


Date  of  candidate's  birds 
(see  Part  2 on  page  3) 


( Name  of  Department) 


« of  Submission— 
Received  in  CS.C 


Space  for  Accounts  label  (it  any) 


Date 

(include 

year) 
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The  Officer  named  on  page  1 has  been  employed  in  the  Department  as  follows: 


Te 


SICK  RECORD 


N.B. — It  ia  important  that  any  sick  absence,  (a)  due  to  a serious  illness,  (b)  due  to  any  recurrence  of  a former 
iw  or  (c)  errreAinf  two  weeks  for  any  reason,  which  may  be  incurred  while  the  case  is  under  consideration 
by  the  OvB  Service  Commissioners  should  at  once  be  reported  to  them  preferably  oa  form  PD6  1916, 
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FORM  OF  CERTIFICATE 


FART  I 


Department  

Candidate’s  Name  (in  full)  " 

is  submitted  in  accordance  with  the  provisions  of 

for  establishment  as ' 


PAST  2 Age  and  Nationality 

•{a\  I certify  that  the  candidate’s  birth  certificate  has  been  inspected  and  that  it  confirms  the  partic- 
* Drfrn  si™,  or  Notes  A »nd  B overtof)  eeJ  poteel^e  (Note  C 

Is  inapplicable  overleaf). 

\b)  As  some  doubt  remains  on  age.  identity  or  nationality  the  birth  certificate  and/or  other  relevant 
documents  are  forwarded  herewith. 


| Applies  only  to  I certify  that  the  candidate  has  been  accepted  as  satisfying  the  special  nationality  requirements 

Depts.  haring  special  of  this  Department  (Note  D). 

nationality  rules. 


PART  3 Health 

I certify  that  the  Health  Declaration  Form  completed  by  the  candidate  has  been  inspected  and  that: 


*(») 

It  has  been  accepted  as  satisfactory. 

* Delete  whichever 
is  inapplicable 

As  there  is  a doubt  on  health  it  is  forwarded  herewith,  together  with  all  references  on  which 
health  is  mentioned. 

PART  4 

Character. 

• Delete  if 

*(«) 

I certify  that  this  Department  is  satisfied  as  a result  of  reports  from  referees,  schools,  employers, 
etc,  that  the  candidate  is  of  good  character. 

inapplicable 

•m 

The  evidence  or  character  is  filed  within  because 

• (i)  it  is  not  entirely  satisfactory 

‘ Delete  items  <Mch 
do  not  apply 

•(u)  the  candidate  has  bees  in  business  on  his  own  account. 

PART  5 Kaewlrdf.  a ad  Ability. 

I certify  that  the  candidate's  educational  qualifications  are  as  stated  on  the  application  form  and  arc  in 

accordance  with  the  requirements  of . 

and  that  the  certificates  confirming  those  qualifications  have  been  inspected.  (Note  E). 


-iTiminrr  Jtt fc  «- 

Date. 

Address  Certificate  of  Qualification  and  correspondence  to:— 
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Note  A.  Item  2(a)  of  the  Form  of  Certificate  relates  otrfy  to  candidates  who  were  born  in  the  United  Kingdom. 

If  the  certifying  officer  is  able  to  confirm  the  particulars  referred  to.  the  certificate  of  birth  should  be 
returned  to  the  candidate.  In  any  case  of  doubt  or  where  there  is  a discrepancy  between  the  name  or 
age  as  given  on  the  application  form  and  on  the  birth  certificate,  and  in  ah  cases  where  the  candidate 
was  bom  outside  the  United  Kingdom,  Hem  2 (a)  of  the  Form  of  Certificate  should  be  deleted  and 
the  certificate  of  birth  should  be  forwarded  to  the  Commissioii.  Similarly,  If  the  candidate  cannot 
produce  a certificate  of  birth  that  item  of  the  Form  of  Certificate  should  be  deleted  and  any  other 
documentary  evidence  available,  such  as  a Baptismal  Certificate,  should  be  forwarded  to  the  Commission. 


Note®.  It  will  suffice  if  tht  district  or  county  correspond. 


Note  C.  Delete  words  in  italics  if  a short  birth  certificate  it  produced.  But  Departments  with  special  nation- 

ality requirements  should  forward  the  short  birth  certificate  to  the  Commission  as  a nationality  doubt, 
if  the  candidate  claims  British  parentage. 


Note  D.  Item  2(c)  applies  to  Departments  with  special  nationality  requirements,  either  when  the  full  birth. 

ocrtificate  has  been  inspected  and  the  candidate  satisfies  the  role  or  when  the  r+rMAatr  does  not  rlnim 
British  parentage  but  the  Minister  has  waived  this  requirement. 


Note  35.  Any  doubt  about 'a  candidate’s  educational  qualifications  should  be  referred  to  file  Commission 

prior  to  submission. 


Received  in  EV/GS. . 


Received  ra  Section 


A 


Sent  to  EV/GS  for  issue  of  G of  Q.. 
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submitted  by 

HER  MAJESTY’S  TREASURY 
February,  1968 

Temporary  Status 


The  Committee  has  asked  for  a note  covering  various  aspects  of  temporary 
status. 

2.  The  two  earlier  notes  on  establishment1*2  explained  the  conditions, 
origins  and  development  of  that  concept  and  the  procedures  involved.  The 
main  conclusions  of  these  notes  were  that  there  was  no  necessary  connection 
between  establishment  and  pensionability  but  that  the  concept  of  establish- 
ment was  necessary  to  make  it  plain  that  Civil  Service  selection  procedures 
operated  openly  and  fairly;  to  provide  the  great  majority  of  the  staff  with 
an  assurance  that  they  will  have  a permanent  career  in  the  Service  as  a whole 
rather  than  with  a particular  department,  which  may  have  a limited  life; 
and  to  give  that  security  of  tenure  which  helps  to  ensure  independence  of 
advice. 

Numbers  and  Categories  of  Temporaries 

3.  Twenty-nine  per  cent,  of  the  non-industrial  Civil  Service3  are  tem- 
poraries. This  is  about  the  same  as  the  pre-war  proportion  and  has  not  varied 
much  between  1955  and  1963  although  there  has  been  some  small  increase 
in  the  proportion  in  recent  years  with  the  growth  of  the  Service,  viz. : 


Total  number 

Percentage  of 

of  Civil  Servants 

temporaries 

1939 

152,000 

27 

1950 

435,000 

44 

1955 

388,000 

25-5 

I960 

382,000 

23-5 

1963 

415,000 

26 

1966 

430,000 

27 

1967 

470,000 

29 

There  are  at  the  moment  about  124,000  temporary  staff,  a third  of  whom  are 
Clerical  Assistants  who  account  for  over  half  the  grade.  Over  60  per  cent 
of  typists  are  temporary  and  over  40  per  cent  of  the  messengerial  grades. 
These  percentages  are  not  paralleled  in  the  other  staff  groups,  but  the 
scientific,  professional,  technical  and  ancillary  grades  have  generally  higher 
proportions  than  other  staff  groups,  ranging  from  about  30  per  cent  in  the 


1 Memorandum  No.  18. 

2 Memorandum  No.  19. 

3 Outside  the  Post  Office. 
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case  of  the  ancillary  grades  and  over  a quarter  in  the  scientific  and  technical  II 
group  to  just  under  a quarter  in  the  professional  group.  About  15  per  cent 
of  the  general  service  and  departmental  clerical  officers  are  temporary. 
Full  information  about  the  seniority  of  temporary  civil  servants  is  not  avail- 
able centrally,  but  the  overwhelming  preponderance  have  had  less  than 
10  years’  service.  In  1963  the  number  over  45  with  10  or  more  years’  service 
was  about  8,000,  of  whom  half  were  in  the  clerical  and  typing  staff  groups 
and  one-sixth  in  the  Scientific  and  Technical  II  staff  group. 

4.  There  is  a wide  variety  of  reasons  why  civil  servants  are  “ temporary 
The  main  categories  are  :- 

(a)  Certain  high  level  advisory  appointments. 

(b)  Ad  hoc  appointments  for  a fixed  period. 

(c)  Appointments  to  other  posts,  not  necessarily  of  a fixed  duration, 
which  have  never  been  agreed  as  part  of  the  permanent  complement 
because  their  work  is  not  expected  to  last. 

(d)  Those  who  have  become  unestablished  for  some  reason:  e.g.  married 
women  who  prefer  a gratuity  on  marriage  to  the  prospect  of  a pension 
later  and  who  perhaps  will  leave  when  they  have  children;  those  who 
have  retired  at  the  normal  age  from  established  service. 

(e)  Initial  appointments  on  a temporary  basis  are  common  in  many 
grades. 

(/)  Some  of  those  recruited  by  departments  do  not  possess  all  the 
necessary  qualifications  for  establishment. 

5.  Temporaries  in  category  (e)  are  found  in  a great  many  cases,  In  the 
Scientific  Classes  many  recruits  like  to  try  a spell  as  temporaries  before 
deciding  whether  they  wish  to  become  established.  A recent  enquiry  showed 
that  some  80  per  cent  of  temporaries  in  the  Scientific  Officer  and  Experimental 
Officer  Classes  had  been  in  the  Service  for  five  years  or  less  and  over  half 
for  two  and  a half  years  or  less.  Similar  tendencies  are  apparent  in  some 
other  classes.  A second  major  cause  of  the  incidence  of  temporaries  in  this 
group  is  that  in  order  to  speed  recruitment  departments  engage  on  a tem- 
porary basis  nearly  all  clerical  officers  and  the  grades  junior  to  them.  Many 
in  this  group  have  the  qualifications  required  for  establishment  and  will 
secure  it. 

6.  Some  of  those  in  category  (f)  will  obtain  the  academic  qualifications 
in  the  course  of  their  service  and  members  of  the  staff,  particularly  the 
younger  ones,  are  encouraged  to  do  so.  There  are  also  opportunities  in  some 
cases  for  them  to  become  established  by  special  competitions. 

7.  Some  people  will  not,  however,  want  establishment.  The  reasons  for 
this  vary.  For  example  some  people  prefer  the  possibility  of  the  gratuity 
payable  after  five  years’  service  to  the  benefits  of  establishment  This  point 
is  particularly  important  to  the  younger  people  and  in  junior  grades.  The 
obligations  which  establishment  imposes  (e.g.  mobility)  cannot  however  be  a 
factor  at  the  most  junior  levels  since  in  these  grades  the  obligation  to  move 
is  explicitly  shown  not  to  be  a reality.  But  there  may  be  a handful  in  the 
middle  levels  who  refuse  establishment  for  this  reason. 
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The  Present  Position 

8.  Firstly,  it  is  necessary  to  maintain  a fringe  of  people  who  are  filling 
temporary  jobs.  The  general  rule  is  that  such  fringes  ought  not  to  be  used 
for  any  purpose  other  than  to  meet  the  requirements  of  temporary  work  and 
that  as  liberal  a view  of  permanent  requirements  should  be  adopted  as  is 
reasonable.  Secondly,  many  temporary  staff  are  engaged  to  meet  obvious 
short  term  or  seasonal  contingencies,  e.g.  Passport  Ofiice,  Census-taking. 
In  other  cases  it  is  difficult  to  foresee  whether  certain  work  is  likely  to  con- 
tinue, or  if  it  is  to  continue,  whether  it  is  to  be  performed  by  civil  servants. 
This  kind  of  work  is  generally  performed  by  specialists  not  generally  found 
within  the  Service  and  whom  it  would  be  difficult  to  redeploy.  There  is 
naturally  some  reluctance  to  offer  opportunities  for  establishment  to  such 
people. 

9.  To  sum  up  the  position  in  another  way,  if  the  people  appointed  for  ad 
hoc  reasons  and  those  engaged  on  casual  work  are  excluded,  temporary 
officers  can  be  categorised  as:  those  who  do  not  want  establishment,  those 
who  are  on  work  for  which  an  established  complement  is  not  agreed  and 
those  who  would  like  to  become  established  but  fail  to  do  so. 

10.  Those  who  do  not  want  establishment  present  no  problem  for  manage- 
ment. The  second  group  is  far  more  difficult  and  the  third  group  presents 
the  most  intractable  problem  of  all.  All  in  it  are  needed  at  present:  some  of 
them  are  fully  up  to  the  standard  required ; others  are  capable  of  performing 
the  work  on  which  are  they  are  actually  engaged  but  would  not  be  suited 
for  other  work  of  their  grade. 

11.  This  does  not  imply  that  “temporaries”  should  receive  less  pay. 
Temporaries  in  some  grades  were  paid  less  until  1955  but  the  Priestley  Com- 
mission found  (paragraph  521  of  their  Report)  that  temporary  clerks  were 
liable  to  perform  the  same  range  of  duties  as  Clerical  Officers  and  Clerical 
Assistants  and  recommended  that  the  separate  scales  should  be  abolished. 
They  thought  that  in  so  far  as  there  were  differences  in  the  work  assigned 
to  them  or  in  the  efficiency  with  which  they  discharged  their  duties  it  would 
be  right  to  recognise  the  differences  not  by  providing  for  separate  scales, 
but  by  ensuring  that  staff  who  were  not  fully  efficient  do  not  proceed  beyond 
certain  points  on  the  established  scales.  This  would  seem  to  be  the  right 
policy — differentiation  should  be  based  on  efficiency  not  status. 

Pensionabllity 

12.  The  Treasury  has  long  been  unhappy  about  the  link  between  establish- 
ment and  pensionability.  It  has  been  agreed  that  there  should  be  a joint 
Official  Side/Staff  Side  review  of  Civil  Service  superannuation  arrangements 
as  a whole  and,  subject  to  Ministerial  approval,  this  is  one  of  the  problems 
which  we  propose  to  consider.  But  it  is  not  without  difficulty.  In  particular, 
if  all  service  after  an  initial  qualifying  period  were  to  be  made  pensionable, 
this  would  add  considerably  to  the  cost  of  Civil  Service  superannuation. 
The  outcome  of  these  discussions  cannot  be  prejudged  at  this  stage,  but  how- 
ever they  turn  out,  the  distinction  which  in  the  Treasury’s  view  is  a necessary 
one  between  established  and  unestablished  staff  should  be  retained. 
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HER  MAJESTY’S  TREASURY 
August,  1966 


Retirement  Policy 


Before  the  war  Civil  Service  practice  was  for  retirement  at  age  60.  But 
the  war  and  the  changed  circumstances  of  the  post-war  world  led  to  emphasis 
on  the  need  to  retain  staff.  There  was  a protracted  series  of  discussions  with 
the  Staff  Side,  and  in  1952  the  new  policy  was  put  into  effect  with  a statement 
of  principles,  as  follows: 

“ The  general  aim:  maximum  retention 

It  is  the  general  aim  of  Departments  to  employ  all  fit  and  willing  officers 
of  all  grades  for  as  long  as  is  practicable,  and  to  achieve  the  highest 
possible  degree  of  uniformity  in  the  matter  of  the  age  of  retirement, 
in  respect  of  both  general  service  and  Departmental  grades,  in  the  direc- 
tion of  maximum  retention.” 

This  general  principle  of  maximum  retention  is  subject  to  a number  of 
modifications.  The  age  of  retirement  is  regarded  as  normally  being  between 
60  and  65,  with  retention  beyond  65  only  in  suitable  cases.  The  interpretation 
of  efficiency  is  on  the  basis  that  the  higher  the  grade  of  the  officer,  the  higher 
the  standard  required  and  therefore  the  lower  the  age  at  which  the  officer  is 
likely  to  be  retired.  The  contraction  of  a Department,  and  the  need  to  ensure 
promotions  where  these  are  necessary  in  the  best  interests  of  the  public 
service,  are  accepted  as  justification  for  retiring  officers  (over  the  age  of  60) 
who  would  otherwise  have  been  retained. 

2.  In  1965  the  Treasury  consulted  Establishment  Officers  about  the  applica- 
tion of  retirement  policy  in  Departments,  to  consider  whether  there  was  any 
desire  for  a change.  The  replies  giving  details  of  Departmental  practice 
showed  that  a great  deal  of  use  was  made  of  the  flexibility  which  the  state- 
ment allowed,  and  that  this  freedom  was  greatly  valued  in  Departments. 
Among  the  points  which  emerged  in  discussion  were : 

(i)  Departments  were  able  to  take  decisions  on  individual  cases  where 
appropriate. 

(ii)  The  approach  to  decisions  in  individual  cases  would  vary  as  between 
different  grades,  according  to  the  Department’s  requirements,  and 
within  the  same  grade  could  be  varied  at  different  times 

(iii)  There  was  frequently  a need  to  strike  a balance  between  the  interest 
of  the  older  officer  and  the  need  to  attract  recruits  by  retaining  an 
attractive  career  prospect. 

(iv)  The  Administrative  grade  was  frequently  mentioned  as  one  to 
which  more  rigorous  standards  of  health  and  efficiency  were  applied. 
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(v)  Departments  were  often  able  to  retain  officers  to  enable  them,  to 
complete  a certain  period  of  service  in  order  to  qualify  for  a pension. 

(vi)  Departments  made  extensive  use  of  the  device  of  re-employment  at  a 
lower  level,  particularly  in  the  executive  and  clerical  grades. 


3.  The  age  of  retirement  has  been  rising  over  recent  years.  The  median 
age  of  retirement  in  different  classes  has  changed  as  follows  .- 


Administrative  

General  Executive  Class... 
General  Clerical  Class  . . . 
Sub-clerical  


1950 

1954 

1959 

1964 

61 

61 

62 

62 

60 

60 

61 

64 

62 

65 

65 

65 

65 

63 

65 

65 

The  highest  grades  in  the  Administrative  Class  retire  earlier  than  Assistant 
Secretaries  and  Principals;  the  retirements  from  1963  onward  show  an 
average  age  of  retirement  of  Permanent  Secretaries  and  Deputy  Secretaries 
of  just  under  61. 


4.  Re-employment  in  lower  grades 

( a ) Administrative  Class 

Normally,  Under  Secretaries  and  above  are  not  re-employed  in  a 
lower  grade.  At  present  (July  1966)  we  know  of  ten  officers  who 
were  Assistant  Secretaries  who  were  re-employed  as  Principals  and 
are  still  serving,  two  of  them  having  been  re-promoted  meantime 
to  Assistant  Secretary.  There  are  no  available  figures  for  Admin- 
istrative grades  re-employed  in  the  Executive  Class,  but  it  is  unlikely 
that  there  would  be  many  examples. 

( b ) Executive  Class 

There  are  no  readily  available  figures  to  show  the  extent  of  re- 
employment at  a lower  grade  of  officers  who  have  reached  retiring 
age  in  the  Executive  Class.  However,  Departments  indicated  in 
the  Autumn  of  1965  that  this  device  was  used  very  extensively  and 
there  can  be  little  doubt  that  the  numbers  are  in  hundreds. 


5.  Pay  and  Pensions 

Section  12  of  the  Superannuation  Act,  1965,  provides  that  a pensioner 
appointed  to  any  office  in  any  public  department  may  receive  only  so  much 
pension  (if  any)  as  when  added  to  the  pay  of  his  new  office  does  not  exceed 
the  pay  of  his  old  office  (i.e.  the  actual  emoluments  he  drew  at  the  date  of 
his  retirement).  That  part  of  the  pension  actually  being  drawn  may  be  in- 
creased under  the  Pensions  (Increase)  Acts  even  though  this  results  in  the 
total  receipts  being  brought  above  the  pay  of  the  office  from  which  he  retired. 
Section  13  of  the  Superannuation  Act  1965  provides  that,  on  cessation  of 
the  re-employed  service,  the  pension  and  lump  sum  awarded  on  retirement 
from  established  service  may  be  re-assessed  to  take  account  of  that  service. 

6.  Conclusion 

The  general  conclusion  reached  in  the  1965  review  was  that  efficient 
management  of  Departments  is  best  served  by  continuing  the  present  policy. 
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which  allows  Departments  flexibility  of  action  on  retirement  policy.  It  has 
had  the  advantage  of  raising  the  age  of  retirement  generally  and  thus  helping 
to  deal  with  shortages  of  staff  while  preserving  flexibility  of  operation  so  that 
different  Departments  can  vary  their  practices  to  take  account  of  their  special 
circumstances  and  the  varying  efficiency  of  individual  officers. 
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MEMORANDUM  No.  22 
submitted  by 

HER  MAJESTY’S  TREASURY 
January,  1968 

Retirements  under  Sections  9,  10  and  45 
of  the  Superannuation  Act,  1965 


1.  Formally,  civil  servants  hold  their  appointments  at  the  pleasure  of  the 
Crown.  Therefore,  powers  exist  to  dismiss  a civil  servant  for  any  cause. 
Given  their  sweeping  nature,  however,  the  problem  is: 

(c)  to  ensure  that  the  powers  are  consistently  exercised  in  accordance 
with  clearly  defined  criteria  and  in  accordance  with  procedures  that 
would  ensure  a fair  hearing  to  those  liable  to  dismissal — a matter 
to  which  both  the  Oflicial  and  the  Staff  Sides  naturally  attach  great 
importance; 

(b)  to  ensure  that  someone  dismissed,  either  on  grounds  of  personal 
inefficiency  or  in  the  interests  of  efficiency,  is  not  thereby  penalised 
in  terms  of  superannuation. 

2.  Dismissal  is  a heavy  penalty  to  impose  on  any  civil  servant,  and  imme- 
diately raises  the  question  of  his  pension  rights.  It  is  more  particularly  so  if 
he  has  behind  him  a long  record  of  faithful  and  competent  service  and  his 
inefficiency  is  of  recent  origin.  Thus,  the  procedures  for  securing  dismissal 
are  closely  bound  up  with  the  statutory  provisions  relating  to  superannua- 
tion benefits,  and  it  is  convenient  to  consider  each  of  the  two  aspects  above 
simultaneously. 

Statutory  Powers  and  administrative  procedures 

3.  The  Superannuation  Act,  1965,  incorporates  three  provisions  for  the 
retirement  in  the  interest  of  the  efficiency  of  the  Service  which  had  first  been 
made  under  earlier  Acts.  They  are : 

(i)  Under  Section  9,  when  a civil  servant  is  removed  prematurely  be- 
cause of  personal  inefficiency  the  Treasury  may  grant  him  an 
immediate  pension  not  exceeding  the  amount  for  which  his  service 
qualifies  him. 

(ii)  Under  Section  10,  which  does  not  apply  to  the  Diplomatic  Service, 
if  the  Minister  of  a department  certifies  that  the  retirement  of  a civil 
servant  aged  50  or  over  is  desirable  in  the  interest  of  efficiency,  the 
civil  servant  may  be  paid  immediately  the  pension  for  which  his 
service  qualifies  him. 

(iii)  Under  Section  45,  which  applies  only  to  members  of  the  Diplomatic 
Service,  if  the  Secretary  of  State  certifies  that  the  termination  of  an 
officer’s  employment  is  desirable  in  the  public  interest  having  regard 
to  his  qualifications  and  the  conditions  existing  in  the  Service,  and 
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he  may  be  granted  an  immediate  pension.  In  this  case  the  pension 
may  be  increased  above  the  amount  for  which  his  service  qualifies 
him  by  whichever  is  the  lesser  of  the  following : 

(а)  a sum  equal  to  one-twelfth  of  the  salary  on  which  his  pension 
is  calculated,  or 

(б)  the  sum  required  to  bring  the  pension  up  to  the  level  it  would 
have  reached  (not  exceeding  half  pay)  had  he  served  to  age  60. 

Alternatively,  the  pension  may  be  increased  to  a quarter  of  pen- 
sionable pay  if  this  is  more  beneficial  to  the  officer. 

The  procedures  for  applying  these  powers  are  described  below. 

Section  9 of  the  Superannuation  Act,  1965 

Dismissal  for  Inefficiency 

4.  The  test  here  is  the  civil  servant’s  inability  to  discharge  his  duties  effi- 
ciently. If  he  could  do  his  job  but  does  not  from  laziness,  etc.,  or  if  he  is 
guilty  of  misconduct  meriting  dismissal,  it  is  unlikely  that  the  Treasury 
would  wish  to  use  this  Section  to  grant  him  a pension.  On  the  other  hand,  a 
temperamental  inability  to  get  on  with  colleagues  or  other  persons  with  whom 
he  is  brought  into  contact  officially  may  constitute  an  inability  to  discharge  his 
duties  efficiently  within  the  meaning  of  the  Section.  Likewise,  inefficiency  may 
be  brought  about  by  personal  failures,  e.g.  drinking  habits  or,  in  addition  to 
inefficiency,  the  civil  servant  may  have  been  guilty  of  specific  acts  of  mis- 
conduct, but  not  of  such  a nature  as  to  merit  dismissal  with  complete  loss  of 
pension.  In  such  cases,  an  award  may  be  made,  though,  in  the  second,  it 
would  be  subjected  to  a substantial  deduction. 

5.  A contributory  cause  of  inefficiency  may  be  ill  health.  Before  removing 
a civil  servant  under  Section  9,  therefore,  Departments  have  to  be  satisfied 
that  he  should  not  be  retired  on  health  grounds.  But  a civil  servant  may  be 
retired  compulsorily  if  he  fails  to  give  satisfactory  service  because  of  frequent 
absences  arising  from  mainly  minor  ailments  which  do  not  in  themselves 
justify  medical  retirement.  Such  action  would  not  be  taken  against  anyone 
who  had  suffered  from  an  unlucky  succession  of  accidents  or  non-recurring 
ailments  and  Departments  may  give  sympathetic  consideration  to  continuing 
the  employment  of  staff  in  grades  such  as  Messenger  although  they  may  not 
by  fully  fit.  Similarly,  Departments  may  on  occasion  deal  leniently  with  an 
officer  whose  work  in  terms  of  both  quality  and  output,  is  good  but  whose 
state  of  health  is  genuinely  such  as  to  require  him  to  take  more  than  the 
average  amount  of  sick  leave.  Before  contemplating  compulsory  retirement, 
therefore,  the  Department  gives  every  help  and  encouragement  it  can  to  an 
officer  to  improve  his  record  e.g.  through  the  Departmental  Welfare  Officer. 
But,  if  irregular  attendance  continues,  the  officer  is  warned  that,  unless  with 
the  help  of  his  doctor  he  can  improve  his  sick  record,  the  Department  will  have 
no  option  but  to  terminate  his  appointment  on  grounds  of  inefficiency.  If 
there  is  no  improvement,  or  if  the  improvement  is  inadequate,  a more  formal 
warning  is  given.  In  cases  of  doubt  Departments  may  seek  advice  from  the 
Treasury  Medical  Officer.  In  the  last  resort,  the  officer  is  retired  compul- 
sorily with  a pension  under  Section  9. 
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6.  In  practice  this  Section  has  rarely  been  used  to  remove  inefficient  staff. 
It  requires  the  laying  of  a Treasury  Minute  before  Parliament  setting  forth 
the  amount  of  the  allowance  granted  and  the  reasons  for  granting  it.  Depart- 
ments have  therefore  been  reluctant  to  use  it  because  of  the  risk  of  publicising 
the  inefficiency  of  an  individual  officer.  Moreover,  since  in  the  majority  of 
cases  personal  inefficiency  is  only  likely  to  become  sufficiently  serious  as  to 
justify  considering  dismissal  fairly  late  in  someone’s  career,  the  tendency  has 
been  to  use,  wherever  possible,  powers  under 

Section  10  of  the  Superannuation  Act,  1965 

Termination  of  Employment  in  the  interests  of  efficiency 

7.  In  form  this  Section  is  of  much  wider  application  than  Section  9,  since 
it  may  be  used  to  remove  anyone  over  the  age  of  50  whose  premature  retire- 
ment is  certified  by  his  Minister  as  being  desirable  in  the  interests  of  efficiency. 
But  it  was  never  the  intention  that  it  should  be  used  except  in  cases  of  per- 
sonal inefficiency  and  assurances  have  been  given  to  the  National  Staff  Side 
to  that  effect.  It  is  therefore  used  as  an  alternative  to  Section  9 for  inefficient 
staff  over  the  age  of  50. 

8.  The  procedure  under  Section  10,  which  has  been  agreed  with  the  National 
Staff  Side,  provides  that,  in  grades  where  promotion  is  considered  by  Depart- 
mental Promotion  Boards,  the  decision  to  call  upon  a civil  servant  to  retire  is 
taken  by  the  Minister  on  the  recommendation  of  his  Permanent  Secretary, 
who  is  advised  by  the  promotion  board.  In  grades  above  this  level,  but  below 
Deputy  Secretary,  the  Minister,  and  the  Permanent  Secretary  in  making  his 
recommendation  are  advised  by  an  ad  hoc  Board  consisting  of  a Deputy 
Secretary,  the  Principal  Establishment  Officer  and  one  other  senior  official. 
An  opportunity  must  always  be  given  for  the  individual  in  question  to  state 
his  case  in  person  before  the  appropriate  advisory  body  if  he  so  desires. 
For  this  purpose  he  may  have  the  help  of  a friend  or  colleague  (who  may  be  a 
representative  of  his  association).  The  factors  to  be  taken  into  account  in 
applying  this  Section  are  as  described  in  paragraphs  4 and  5 above. 

9.  In  a number  of  cases  it  has  been  possible  to  secure  the  agreement  of  the 
individual  concerned  to  a premature  voluntary  retirement  under  Section  7 
of  the  Superannuation  Act,  1965.  This  Section  also  applies  only  to  civil 
servants  who  have  attained  the  age  of  50;  it  provides  for  the  payment  at  age 
60  of  the  pension  for  which  their  service  has  qualified  them. 

Section  45  of  the  Superannuation  Act,  1965 

Premature  retirement  from  the  Diplomatic  Service  “ in  the  Public  interest 
having  regard  to  [an  officer's ] qualifications  and  the  conditions  existing 
in  the  Service  ” 

10.  This  Section  derives  from  the  Foreign  Service  Act,  1943.  The  need  for 
it  was  described  in  paragraph  9 of  the  White  Paper  on  proposals  for  the 
reform  of  the  Foreign  Service  in  the  following  terms: 

“It  is  necessary  to  emphasise  that  in  the  Foreign  Service  a great  measure 
of  direct  personal  responsibility  rests  on  senior  officers,  especially  abroad. 
Experience  has  shown  that  some  men,  who  are  entirely  satisfactory  in 
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the  early  years  of  their  service,  either  do  not  fulfil  their  promise  or  lose 
the  qualities  of  initiative  and  energy  which  are  necessary  if  they  are  to 
hold  positions  of  greater  responsibility.  It  is  therefore  essential  that  the 
Foreign  Secretary  should  be  able  to  terminate,  by  retirement  on  pension, 
the  careers  of  men  who,  though  they  have  excellent  subordinates  are 
unsuitable  to  fill  the  highest  posts.” 

11.  This  point  was  underlined  during  the  Second  Reading  Debate  on  the 
Bill  when  the  Parliamentary  Under  Secretary  of  State  said : 

“ It  is  the  purpose  of  the  Bill,  not  to  retire  second  class  people  but  to 
retire  people  when  the  competition  for  the  highest  posts  becomes  so 
keen,  as  I hope  it  will  become,  that  it  is  impossible  to  fit  every  candidate 
into  those  posts.” 

It  was  because  this  represented  a worsening  of  conditions  of  service  that  the 
power  to  award  an  enhanced  pension  (see  paragraph  3(iii)  above)  was  intro- 
duced. 

12.  The  procedure  for  applying  this  Section  is  as  follows.  It  is  the  practice 
to  review  at  the  beginning  of  each  year  the  prospects  of  all  officers  in  the  First 
Secretary  and  Counsellor  grades  who  have  served  a number  of  years  in  those 
grades  and  do  not  seem  likely  to  go  further.  Where  appropriate,  these  officers 
are  warned  that  it  might  not  be  possible  to  continue  to  employ  them  until 
normal  retiring  age,  though  retirement  does  not  necessarily  follow  such  a 
warning. 

13.  Two  points  should  be  noted  about  this  Section: 

(a)  It  has  no  age  limit.  Thus,  if  an  officer  is  not  up  to  standard,  the 
earlier  his  appointment  is  terminated,  so  that  he  can  seek  a new  career, 
the  better  it  is  in  his  own  interest  and  in  the  interest  of  the  Service. 

(i)  More  important,  unlike  Sections  9 and  10,  this  Section  is  now  used 
both  to  deal  with  personal  inefficiency  and  to  provide  the  Secretary 
of  State  with  a positive  instrument  for  the  management  of  the  Service 
by  facilitating  the  removal  of  officers  who  are  not  inefficient,  but  whose 
retirement  for  a number  of  possible  reasons  would  be  in  the  public 
interest.  It  is  only  in  the  second  case  that  consideration  is  given  to 
the  award  of  an  enhanced  pension.  In  the  more  junior  grades, 
equivalent  to  the  lower  Executive  grades  of  the  Home  Civil  Service  and 
those  below  them,  the  provisions  of  this  Section  do  not  apply  if  the 
officer  concerned  “ has  been  offered  comparable  employment  as  a Civil 
Servant  in  the  United  Kingdom,  and  not  in  the  Diplomatic  Service,  . . 
unless  the  Treasury  otherwise  determine  on  compassionate  grounds  ”. 
Should  this  last  proviso  not  apply,  and  should  the  officer  not  accept 
the  comparable  employment  offered  to  him,  then  the  payment  of  any 
pension  to  which  his  service  entitles  him  is  postponed  until  he 
reaches  what  would  have  been  his  retiring  age,  and  he  transferred 
to  the  Civil  Service  in  the  United  Kingdom. 
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ANNEX  1 


Retirements  under  Sections  9,  10  and  45  of  the  Superannuation  Act,  1965 
(and  the  corresponding  Sections  of  earlier  statutes) 


Section  9 

Section  10 

Section 

Year  commencing 
; April,  1951 

28 

7 

1952 

1 

25 

1953 

— 

24 

6 

1 

1954 

2 

16 

1955 

— 

11 

5 

1956 

2 

11 

4 

1957 

3 

23 

5 

1958 

1 

13 

4 

1959 

5 

16 

6 

1960 

1 

10 

7 

1961 

1 

15 

12 

1962 

2 

11 

6 

1963 

1 

9 

2 

1964 

1 

10 

5 

1965 

1 

5 

2 

Total 

21 

227 

78 

This  table  covers  the  period  since  the  coming  into  operation  of  Section 
10  as  (at  that  time)  section  34(1)  of  the  Superannuation  Act,  1949. 
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MEMORANDUM  NO.  23 
submitted  by 

HER  MAJESTY’S  TREASURY 
March,  1968 

Civil  Servants  on  Secondment 


The  Committee  asked  how  many  civil  servants  were  currently  seconded  to 
other  employers. 

2.  As  the  returns  which  Departments  make  annually  for  the  Estimates 
are  not  m sufficiently  detailed  form,  Departments  were  specially  asked  for 
the  numbers  of  staff  on  secondment  on  1st  December  1967,  analysed  by 
grade  and  by  type  of  employer  to  which  they  were  seconded.  This  information 
is  set  out  in  an  annex. 

3.  In  the  Civil  Service,  “secondment  ” is  a term  which  is  strictly  limited  to 
cases  where  an  officer  serves  temporarily  with  another  employer  on  repay- 
ment terms.  In  the  case  of  the  present  enquiry.  Departments  were,  however 
asked  also  to  give  the  numbers  of  staff  who  were  serving  with  other  employers 
under  other  arrangements,  i.e.  where  the  officer  has  been  transferred  on 
approved  employment  terms,  but  where  the  Department  has  indicated  that  it 
intends  to  re-employ  him  at  the  end  of  an  agreed  period  of  absence  (although 
technically  officers  transferred  on  such  terms  are  no  longer  civil  servants) 
They  were  also  asked  to  include  any  other  cases  of  officers  serving  outside 
the  Service  for  the  purpose  of  work  or  training.  Visits  for  training  purposes 
lasting  less  than  about  two  weeks  and  sabbatical  leave  were  however  excluded. 

4.  Civil  servants  are  also  serving  on  secondment  terms  in  a number  of 
organisations  which  have  only  recently  ceased  to  be  part  of  the  Civil  Service. 
Such  people  may  or  may  not  return  to  the  Service,  but  they  have  been  excluded 
from  this  enquiry  because  their  secondment,  generally  speaking,  is  a conse- 
quence of  a change  in  status  of  the  organisation  which  employs  them,  rather 
than  the  result  of  a temporary  change  of  employer. 

5.  For  the  reasons  given  in  paragraphs  3 and  4 above  the  figures  are  not 
comparable  with  those  in  Table  XII  of  the  Financial  Secretary’s  Memorandum 
on  the  Estimates.  The  latter  are  confined  to  staff  serving  temporarily  with 
other  employers  on  repayment  terms. 
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MEMORANDUM  NO.  24 
submitted  by 

HER  MAJESTY’S  TREASURY 
February,  1968 

Loan  of  Principals  from  Industry, 
Commerce  and  Universities 

The  Committee  asked  for  a note  assessing  the  results  of  a scheme  started 
in  1965  for  the  secondment  of  principals  from  industry,  commerce  and 
universities  to  the  Civil  Service. 

The  1965  Secondment  Scheme 

2.  In  1965  it  was  decided  that  a scheme  should  be  set  up  aiming  at  more 
systematic  interchange  of  staff  between  the  Civil  Service  and  the  private 
sector  for  periods  of  two  years,  but,  because  of  the  extreme  shortage  of 
principals  in  relation  to  all  the  tasks  for  which  they  were  required,  it  was 
decided  that,  at  the  time,  the  only  practicable  step  was  to  invite  outside 
employers  to  lend  people  without  offering  exchanges  on  a reciprocal  basis. 

3.  The  scheme  was  run  centrally  by  the  Treasury  at  whose  request  the  (then) 
F.B.I.  approached  about  seventy  large  firms.  Approaches  were  also  made  to 
the  universities  (through  the  Chairman  of  the  U.G.C.),  the  main  banks  and 
a number  of  commercial  organisations.  We  hoped  to  borrow  up  to  seventy- 
five  people  in  the  30-40  age  range  who  were  expected  to  rise  further  in  their 
organisations  and  who  were  holding  responsible  positions  roughly  equivalent 
to  those  of  principals.  In  the  event  because  many  organisations  themselves 
were  experiencing  staff  shortages  it  was  not  possible  to  borrow  so  many 
and  twenty-six  people  came  into  the  Civil  Service  in  this  way.  Eleven  came 
from  industry,  eight  from  banks,  three  from  insurance  companies  and  four 
from  universities.  There  is,  of  course,  a good  deal  of  exchange  in  specialised 
fields  between  the  Civil  Service  and  universities  outside  the  scope  of  the  1965 
scheme. 

Posting 

4.  Most  of  the  larger  departments  took  one  or  two  seconded  men.  Allo- 
cations were  made  after  Treasury  officials  had  discussed  with  the  individuals 
their  experience,  interests  and  preferences.  The  discussions  generally  included 
the  Director  of  Establishments  of  one  or  two  departments  which  seemed 
likely  to  offer  a suitable  posting.  One  important  guide  line  was  to  use  the 
individual  where  possible  in  a post  where  his  knowledge  of  particular  techni- 
ques would  be  of  value  and  where  a newcomer  to  the  Civil  Service  could  be 
expected  to  make  a contribution  from  early  on  but  where  there  was  no  risk 
of  a conflict  of  interest  between  the  Civil  Service  post  and  a man’s  outside 
employment.  Given  the  sources  from  which  individuals  came,  and  the 
pattern  of  shortages  at  the  time,  it  did  not  in  many  cases  prove  possible  to 
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put  people  into  posts  where  their  previous  experience  was  directly  relevant 
though  it  was  normally  of  value  in  a general  way.  Posting  in  fact  presented 
fewer  problems  than  had  been  expected  and  most  departments  and  individuals 
thought  initial  postings  satisfactory. 

Performance 

5.  Assessments  were  made,  following  the  usual  Civil  Service  practice  of 
annual  reports,  of  the  speed  with  which  the  seconded  man  settled  down  to 
Civil  Service  work  and  of  their  general  performance  over  the  whole  term. 
These  showed  that  the  scheme  had  been  successful  in  that  most  of  the  seconded 
men  were  making  by  the  end  of  their  service  with  us  a contribution  much  in 
line  with  that  expected  of  a career  principal.  One  or  two  made  an  outstanding 
contribution  and  disappointments  were  relatively  few.  There  was  a close 
correspondence  between  the  speed  with  which  a man  settled  down  and  his 
overall  performance  during  his  secondment.  The  general  picture  that  emerged 
is  that  it  is  the  quality  of  the  man  rather  than  any  exact  correspondence 
between  his  outside  experience  and  his  Civil  Service  work  that  determines 
the  speed  with  which  he  adjusts  to  the  new  environment  and  his  performance 
in  it. 

6.  All  those  seconded  were  brought  together  from  time  to  time  for  informal 
discussions  with  the  Treasury.  At  the  last  such  meeting,  in  May  1967,  it  was 
notable  that,  though  there  were  still  some  criticisms  of  the  Civil  Service,  all 
those  who  had  taken  part  said  that  they  had  derived  considerable  benefit  from 
their  experience. 

Future  Exchanges 

7.  In  the  view  of  the  Treasury,  the  1965  scheme  was  successful  in  its  double 
object  of  helping  the  shortage  of  principals  and  contributing  to  mutual  under- 
standing between  the  Civil  Service  and  other  walks  of  life.  It  has  therefore 
been  decided  that  the  scheme  should  be  continued  in  a modified  form:  the 
plan  is  that  in  future  exchanges  should  be  as  far  as  possible  arranged  on  a 
reciprocal  basis  and  that  arrangements  should  be  made  by  departments 
direct  with  other  employers.  Though  the  main  emphasis  should  be  on  the 
exchange  of  people  at  roughly  principal  level,  it  will  not  necessarily  be  con- 
fined to  that  grade.  The  exact  way  in  which  this  scheme  will  be  run  is  still 
under  discussion  with  various  interests.  We  also  hope  that  the  universities 
will  be  able  to  take  part  in  a continuing  scheme.  As  has  been  said,  however, 
their  main  contribution  to  Civil  Service  staffing  has  always  been  in  the  exchange 
of  people  in  specialist  fields  which  must  continue,  but  we  propose  to  let  the 
universities  know  that  we  are  also  glad  to  take  people  in  for  two  years  who 
can  make  a contribution  in  management  work.  It  might  be  difficult,  however, 
to  arrange  head  for  head  exchanges  with  the  universities,  and  a more  fruitful 
way  for  civil  servants  to  gain  experience  in  universities  is  perhaps  by  taking 
sabbatical  leave  and  special  fellowships  with  a public  administration  slant 
that  some  universities  have  set  up. 

Conclusion 

8.  Exchanges  of  this  kind  are  valuable  if  given  to  the  right  people  at  the 
right  period  in  their  development.  But  this  is  only  one  way  of  increasing 
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the  outside  experience  available  within  the  Civil  Service  and  it  should  be 
emphasised  that  there  are  real  limitations  to  the  extent  to  which  exchanges 
can  be  made.  First,  all  such  exchanges  entail  some  loss  of  efficiency  to  both 
sides  in  the  short  term  and  there  are  at  present  serious  shortages  of  key  staff. 
Second,  time  must  also  be  found,  generally  in  the  first  half  of  the  careers 
of  able  people,  for  deeper  and  more  systematic  training  to  be  given  both 
internally  at  bodies  such  as  the  Centre  for  Administrative  Studies  and  out- 
side  at  the  Administrative  Staff  College,  business  schools  and  the  like.  All 
these  present  competing  claims  on  the  time  of  those  needed  to  work  in 
departments. 
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MEMORANDUM  NO.  25 
submitted  by 

HER  MAJESTY’S  TREASURY 
May,  1966 

The  Acceptance  of  Business  Appointments 
by  Civil  Servants 


The  Rule 

The  rule,  which  has  operated  since  1937,  is  that  all  officers  of  the  rank  of 
Under  Secretary  (or,  in  Missions  abroad,  Ministers),  and  above,  are  required 
to  obtain  the  assent  of  the  Government,  in  the  form  of  approval  by  the 
Minister  concerned,  before  accepting  within  two  years  of  retirement  offers 
of  employment  in  business  and  other  bodies; 

(a)  which  are  in  contractual  relationships  with  the  Government; 

(b)  which  are  in  receipt  of  subsidies  or  their  equivalent  from  the  Govern- 
ment; 

(e)  in  which  the  Government  is  a shareholder; 

(d)  which  are  in  receipt  from  the  Government  of  loans,  guarantees  or 
other  forms  of  capital  assistance; 

(e)  with  which  services,  or  departments  or  branches  of  Government  are, 
as  a matter  of  course,  in  a special  relationship. 

2.  Consultation  with  the  Treasury  is  also  necessary  before  permission  to 
take  up  an  outside  appointment  is  given  to  the  Head  or  Deputy  Head  of  a 
Department;  or  to  an  officer  who,  not  being  the  Head  or  Deputy  Head  of  a 
Department,  has  in  the  course  of  his  official  duties  during  the  two  years  pre- 
ceding resignation  or  retirement  been  in  contact  with  the  prospective  employer. 
Subject  to  this,  the  administration  of  the  rule  is  the  responsibility  of  the 
Minister  of  the  Department  concerned. 

The  Reason  for  the  Rule 

3.  The  rule  is  designed  to  avoid  the  risk  that  the  acceptance  by  a Civil 
Servant  of  a particular  business  appointment  may  shake  public  confidence 
in  the  integrity  of  the  Civil  Service.  It  aims  at  avoiding  any  suspicion — how- 
ever unjustified  that  serving  officers  might  be  ready  to  bestow  favours  on 
firms  in  the  hope  of  future  benefits  to  come.  It  also  seeks  to  guard  against  the 
risk  that  a particular  firm  might  be  thought  to  be  gaining  an  unfair  advantage 
over  its  competitors  by  employing  an  officer  who,  during  his  service,  had 
access  to  technical  information  which  those  competitors  could  legitimately 
regard  as  their  own  trade  secrets. 

Operation  of  the  Rule 

4.  In  practice  applications  for  permission  to  accept  outside  appointments 
have  rarely  been  refused.  But  this  does  not  necessarily  mean  that  the  policy 
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has  been  ineffective.  It  is  likely  that  the  mere  existence  of  the  control  has 
discouraged  individuals  from  considering  offers  of  employment  about  which 
they  themselves  felt  doubtful.  Moreover  it  ensures  that  Departments  have 
prior  knowledge  of  cases  which  might  conceivably  cause  embarrassment, 
gives  them  a chance  to  consider  the  lines  on  which  they  could  reply  to  criticism, 
and  in  some  cases  to  attach  conditions  to  their  assent. 

5.  Whether  by  accident  or  design,  the  policy  has  been  administered  over 
the  years  in  such  a way  that  public  complaint  about  particular  appointments 
has  been  avoided,  while  industry  and  business  have  benefited  by  a small  but 
steady  intake  of  people  with  experience  of  public  administration.  We  believe 
that  it  is  in  the  public  interest  that  this  intake  should  continue.  But  if  it  is  to 
continue  it  is  most  important  to  avoid  public  controversy  over  any  particular 
case.  Such  controversy  would  do  damage  not  only  in  the  individual  case  but 
generally. 

Number  of  cases 

6.  The  Annex  to  this  paper  sets  out  the  number  of  officers  in  the  Scientific, 
Engineering  and  Technical  classes  who  have  been  given  permission  to  take 
up  outside  business  appointments  in  each  of  the  years  1964  to  19671,  analysed 
by  grade  and  type  of  post.  The  list  is  subject  to  two  qualifications.  It  covers 
only  the  cases  referred  to  the  Treasury  for  the  reasons  described  in  paragraph 
2 above.  Secondly  there  is  no  record  centrally  of  whether  in  every  case  the 
officer  concerned  actually  took  up  the  appointment  for  which  permission 
had  been  given. 


1 The  information  originally  provided  related  to  1964  and  1965  and  has  been  supplemented 
by  the  Treasury. 
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MEMORANDUM  NO.  26 
submitted  by 

HER  MAJESTY’S  TREASURY 
August,  1966 

Fringe  Benefits  and  Certain 
Miscellaneous  Provisions 

1.  This  note  describes  the  arrangements  which  apply  in  the  Civil  Service 
to  the  provision  of  a variety  of  things  some  of  which  might  broadly  be  re- 
garded as  “ fringe  benefits  These  are  staff  restaurants,  meal  vouchers  and 
hostels  for  young  civil  servants,  official  cars  and  expenditure  on  entertain- 
ment. 

I.  Staff  Restaurants 

2.  Staff  restaurants  are  provided  in  government  buildings  when  warranted 
by  the  number  of  staff,  and  if  the  alternative  facilities  in  the  locality  are  in- 
adequate. In  practice  restaurants  are  provided  in  new  buildings  housing  over 
sixty  staff  if  there  are  no  other  government  staff  restaurants  within  half  a 
mile  with  enough  surplus  capacity  to  meet  their  needs;  exceptionally  a 
restaurant  may  be  approved  for  fewer  staff  if  the  Department  and  the  Staff 
Side  want  one,  and  if  there  is  no  staff  restaurant  with  spare  capacity.  Small 
groups  of  staff  can  use  a restaurant  in  a nearby  building  run  by  any  govern- 
ment department  if  there  is  room  for  them.  For  staff  in  other  small  or  iso- 
lated offices,  mess  rooms  are  usually  provided. 

3.  Most  staff  restaurants  are  run  by  management  committees;  in  a few 
departments  there  are  restaurants  managed  by  a system  of  direct  catering. 
There  is  also  a small  Treasury  team  of  Catering  Advisers. 

Facilities  available  and  usage 

4.  As  a general  rule  it  can  be  said  that  where  restaurants  are  provided 
about  one-third  of  the  civil  servants  who  could  use  them  normally  eat  there. 
In  all  about  170,000  meals  are  served  each  day  which  means  that  probably 
a little  more  than  half  a million  of  the  825,000  non-industrial  civil  servants 
have  a staff  restaurant  available  if  they  chose  to  use  it. 

5.  Many  of  the  remainder  have  the  use  of  one  of  the  several  thousand 
mess  rooms  found  in  small  buildings  throughout  the  country.  A mess  room 
has  cooking  and  washing  up  facilities  for  staff  to  prepare  their  own  food  and 
drink,  and  with  dining  tables  and  chairs. 

Finance 

6.  All  staff  restaurants  have  to  cover  the  cost  of  food,  wages  and  minor 
overheads.  They  do  not  however  have  to  pay  for,  nor  take  account  of,  cer- 
tain services,  including  free  accommodation,  lighting  and  fuel,  cost  of  equip- 
ment except  minor  replacements,  and  cleaning.  There  is  also  a free  allow- 
ance of  4 hours  of  a civil  servants  time  to  act  as  treasurer  and  or  secretary  and 
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there  is  a cash  subsidy  enjoyed  by  the  smaller  restaurants  (maximum  value 
is  £70  a year)  and  the  Catering  Advisory  Service  provided  by  the  Treasury  is 
free. 

7 It  is  not  easy  to  arrive  at  an  accurate  figure  for  the  value  of  the  accom- 
modation  etc.,  which  the  Ministry  of  Public  Building  and  Works  provide  as 
an  allied  service  to  government  departments.  A very  approximate  estimate 
made  in  1965  set  a total  value  to  all  the  services  in  kind  for  staff  restaurants 
as  of  the  order  of  £3  million  a year.  This  represents  a subsidy  of  about 
Is.  6d.  per  day  for  each  meal  served  or  equivalent  to  4d.-6d.  per  day  for  each 
civil  servant  (i.e.  because  only  a proportion  of  all  civil  servants  take  meals  in 
staff  restaurants). 

IL  Meal  Vouchers 

8.  Meal  vouchers  are  issued  to  young  people  under  the  age  of  19  as  a welfare 
with  the  object  of  encouraging  them  to  have  an  adequate  mid-day  meal.  Non- 
industrial and  industrial  staff  under  the  age  of  17  are  issued  with  2s.  6d.  meal 
vouchers  without  charge;  and  those  of  17  and  18  years  old  are  allowed  half 
value.  The  values  and  age  limits  are  currently  being  reviewed. 

9.  As  far  as  possible,  departments  try  to  ensure  that  the  vouchers  are  used 
in  either  their  own  staff  restaurants  or  the  staff  restaurant  of  a nearby  depart- 
ment for  the  purchase  of  a main  meal.  Where  this  is  not  possible  the  depart- 
ment concerned  endeavours  to  make  arrangements  with  a local  restaurant 
to  accept  the  voucher.  Where  arrangements  for  the  provision  of  a meal  cannot 
be  made,  or  the  officer  prefers  to  go  home  to  lunch,  the  cash  value  of  the 
voucher  cannot  be  paid  in  lieu. 

in.  Hostels  in  London  for  Young  Civil  Servants 

10.  Hostels  for  young  civil  servants  are  provided  through  the  London 
Hostels  Association  Ltd.,  a non-profit  making  company  limited  by  guarantee. 
The  hostels  could  probably  be  described  as  cheap,  wholesome,  but  somewhat 
austere.  Improvements  are  being  made  in  the  standards  of  the  amenities 
available. 

11.  The  Association  also  accept  non-civil  servants;  but  up  to  85  per  cent, 
of  the  cheaper  beds  are  reserved  for  civil  servants  aged  under  23.  In  its 
twenty-four  hostels  (in  central  London  except  for  one  at  Wimbledon)  there 
are  approximately  2,600  beds;  1,850  of  them  are  the  cheaper  type,  i.e.  in 
rooms  containing  three  beds  or  more.  In  1965  young  civil  servants  occupied 
over  their  quota  of  85  per  cent. ; about  1,200  of  the  cheaper  beds  are  for  men 
and  650  for  women. 

12.  The  Association  receives  exchequer  support  for  its  capital  costs: 
purchases  of  leases  or  freeholds  are  financed  by  interest-free  loans  repayable 
over  a long  period;  grants  are  made  to  cover  the  conversion  costs  if  existing 
buildings  are  bought  for  use  as  hostels,  and  grants  are  also  made  towards  the 
costs  of  improvements  and  modernisation.  The  Association  is  self-sup- 
porting on  its  day-to-day  running  costs  and  although  the  Treasury  undertakes 
to  make  good  losses  on  this  account,  it  has  never  been  called  upon  to  do  so. 

13.  The  aim  is  to  provide  well  conducted  homes  especially  for  those  who 
are  away  from  their  families  for  the  first  time.  Newcomers  to  London  are 
advised  by  their  Departmental  Welfare  Officers  that  the  hostels  are  available. 
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IV.  Use  of  Official  Cars  in  the  Home  Civil  Service 

and  only  if  it  is  rasenti^  Mrtte teSw'SS  tf do'ht  work 

on 

he  is  paid  an  allowance  related  to  the  number’of  miles  covered  on  dToffickl 
Tbe  Pres|nt  mileaSe  rates  for  the  official  use  of  private  ca  “ are 
7fd.  a mile  for  the  first  7.000  miles  a year  and  4d.  a mile  thereafter 

15.  Official  cars  are  generally  operated  on  a pool  basis,  and  are  provided 
for  official  journeys  as  and  when  required.  In  exceptional  cases  where  the 
na  ure  of  an  officer  s work  calls  for  the  continuing  use  of  a car  (e  g where  Ms 
duties  cons, st  largely  of  short  visits  of  inspection)  he  may  be  provfded  wTth  an 
official  car  and  drive  himself,  subject  to  rules  and  supervision  whfch  ensure 
that  the  use  of  the  car  is  confined  to  official  journeys  and  that  the  journeys 
are  economically  planned.  1 c Journeys 

tJ6'(.Pffimai|lent  Sfrefaries  of  maJ°r  Departments  have  special  discretion 
o use  official  cars  for  journeys  to  or  from  work  when  severely  pressed  for 
time  by  work  or  social  engagements  of  an  official  character,  but  they  are 
expected  to  exercise  the  discretion  sparingly.  y 

17.  Excluding  the  Ministry  of  Defence  (in  which  the  provision  of  cars  is 
officers  yf  pmS  C°n^ered>  there  are  ^ven  cars  individually  assigned  to 
tsrifs  and  Pffimanenr  SeCTetfry  or  equivalent  rank.  Other  Permanent  Secre- 
tanes  and  officers  of  equivalent  rank  have  a call  on  a small  car  pool  of  14 

lotherTha  yth  f 'f  y,°f  *°  meet  the  needs  of  Ministers  of  State 

(other  than  the  few  who  have  personal  cars  assigned  to  them),  Parliamentary 

Secretaries  and  Permanent  Secretaries.  If  this  small  car  pool  is  insufficient 

in  rw™  de“and®’  recourse  can  be  had  to  the  main  car  pool  which  covers 
all  Government  needs  in  London  for  official  journeys  The  total  number  of 
vehicles  available  does  not  exceed  100.  f 

V.  Entertainment 

Diriment!  ? *°  entertain  Pe°Ple  outside  the  public  service, 

ents  are  aathonsed  by  the  Treasury  to  incur  expenditure  within  an 
nge™rtmUm/0r  eacbfinanclal  year-  The  amounts  varies  from  Department  to 
Department,  according  to  circumstances,  and  is  known  as  the  Departmental 
r ainment  Fund.  For  1965-66  the  total  sum  authorised  was  £124,000. 
“”“y.°the  ,maJor  Departments  the  sum  was  in  the  range  £1,500  to 
£2,500  but  Aviation  (£10,000),  the  Post  Office  (£32,000)  and  the  Defence 
Departments  (rang. ng  from  £5,000  to  £13,000)  had  substantially  larger  sums 
authonsed  Persons  entertainment  allowances  are  not  made  to  individual 
nrbirif*  m Jhe  Vnited  Km8dom;  th«ir  requirements  are  met  from  the  Fund 
i Ter  the  contro1  of  a senior  officer  (usually  the  Director  of  Establish- 
icaSr  Wh°  ls  responsible  for  ensuring  that  expenditure  is  specifically  author- 
ised  before  each  occasion,  and  properly  accounted  for  afterwards. 

9.  Overseas  expenditure  by  Departments  is  dealt  with  separately.  When 
'S  bemg  sent  overseas’  i‘  may  be  convenient  to  authorise  an  amount 
-vj* ^^ainment  aIong  W1th  the  other  expenses  of  the  mission.  But  there  are 
anout  125  senior  civil  servants  serving  overseas  who  receive  personal  enter- 
tainment allowances.  Most  are  in  the  range  £25-£100  a year,  but  there  are  a 
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few  of  up  to  £400,  and  the  officers  are  required  to  keep  a record  of  their 
entertainments  and  to  certify  the  expenditure  incurred. 

20  The  cost  of  formal  entertainment  afforded  by  H.M.  Government  to 
overseas  visitors  (when  a Minister  nearly  always  presides)  is  charged  to  the 
central  Government  Hospitality  Fund  (not  to  Departmental  Entertainment 
Funds). 
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MEMORANDUM  NO.  27 
submitted  by 

HER  MAJESTY’S  TREASURY 
July,  1966 

Political  Activities  of  Civil  Servants 


The  rules  governing  the  political  activities  of  civil  servants  are  set  out  in 
the  Annex  to  this  note. 

2.  The  overriding  principle  which  these  rules  seek  to  preserve  is  that  the 
Civil  Service  must  at  all  times  be  and  be  seen  to  be  politically  impartial. 
Civil  servants  who  advise  Ministers  and  carry  out  Ministers’  policies  in 
particular  are  bound  to  retain  a proper  reticence  in  matters  of  public  and 
political  controversy,  so  that  their  impartiality  is  beyond  suspicion. 

3.  A clear  distinction  is  drawn  between  the  measure  of  freedom  civil 
servants  may  have  to  take  part  in  national  and  local  political  activities  respec- 
tively. All  civil  servants  are  obliged  to  resign  before  standing  as  candidates 
for  Parliament,  and  only  those  in  the  politically  free  group— Annex,  para- 
graph 4(a)— have  any  right  to  reinstatement  in  the  Civil  Service.  Those  in 
the  politically  restricted  group— Annex,  paragraph  4(c)— are  not  allowed  to 
take  part  in  any  national  political  activities  and  those  in  the  intermediate 
group — Annex,  paragraph  4(b) — must  seek  permission  from  their  department 
to  do  so. 

4.  On  the  other  hand,  all  civil  servants  may  take  part  in  local  political 
activities  although  a substantial  proportion  need  to  seek  the  permission  of 
their  department  before  doing  so.  Broadly  speaking  departments  encourage 
staff  to  play  a part  in  local  government,  but  there  must  nevertheless  be  some 
refusals  of  permission  and  more  in  some  departments  than  others.  It  would 
clearly  be  very  undesirable  for  a tax  officer  to  serve  on  the  local  council  of 
the  district  in  which  his  tax  office  was  situated,  or  for  staff  employed  in  parts 
of  the  Ministry  of  Housing  and  Local  Government  to  take  part  in  local 
politics. 

5.  These  rules  apply  equally  to  established  and  temporary  staff. 
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ANNEX 


POLITICAL  ACTIVITIES  OF  CIVIL  SERVANTS 

1.  The  extent  to  which  Civil  Servants  may  engage  in  National  or  Local 
political  activities  is  governed  by  the  following  rules.  These  are  based  on  the 
recommendations  of  the  Masterman  Committee  which  reported  in  1949. 

Definition  of  Political  Activities 

2.  National  political  activities  may  be  defined  as  follows : 

id)  the  adoption  as  a parliamentary  candidate; 

( b ) holding,  in  party  political  organisations,  offices  impinging  wholly 
or  mainly  on  party  politics  in  the  national  field ; 

(c)  speaking  in  public  on  matters  of  national  political  controversy; 

id)  expressing  views  on  such  matters  in  letters  to  the  press,  or  in  books, 
articles  or  leaflets; 

(e)  canvassing  on  behalf  of  a parliamentary  candidate  or  political  party. 

3.  Local  political  activities  may  be  defined  as  follows : 

(a)  candidature  for,  or  co-option  to,  local  authorities; 

(b)  holding  in  party  political  organisations,  offices  impinging  wholly 
or  mainly  on  party  politics  in  the  local  field; 

( c ) speaking  in  public  on  matters  of  local  political  controversy; 

id)  expressing  views  on  such  matters  in  letters  to  the  press,  or  in  books, 
articles  or  leaflets; 

(e)  canvassing  on  behalf  of  candidates  for  election  to  local  authorities 
or  local  political  organisation. 

Participation  in  parish  council  affairs  is  not,  however,  forbidden  to  anyone 
except  by  such  special  rules  as  may  be  made  under  sub-paragraph  5(d)  below. 

Grouping  of  Civil  Servants  for  the  purpose  of  the  rules 

4.  The  Civil  Service  is  divided  into  three  groups : 

(a)  the  “ politically  free  ” — those  completely  free  to  engage  in  the  acti- 
vities defined  in  paragraphs  2 and  3 above ; this  group  comprises  all 
industrial  staff  and  minor  and  manipulative  grades,  including  Post 
Office  first  line  minor  and  manipulative  supervisory  grades  and  any 
other  grades  determined  departmentally  with  Treasury  approval. 

ib)  the  “ intermediate  ” group — those  eligible  to  engage  in  most  of  the 
defined  activities,  by  permission  of  the  Department  and  subject  to 
certain  conditions;  this  group  comprises 

(i)  typists,  clerical  assistants  and  clerical  officers;  and  members  of 
analogous  grades — i.e.  members  of  grades,  general  service  or 
departmental,  engaged  in  typing  and  clerical  work; 

(ii)  grades  parallel  to  those  in  (i),  i.e.  grades  of  roughly  the  same 
status,  whether  general  service  or  departmental; 

(iii)  the  intermediate  clerical  grades  ; 
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(iv)  grades  parallel  to  the  general  service  grade  of  executive  officer, 
i.e.  grades  which,  although  not  in  the  executive  or  analogous 
class  such  as  information  officers  and  librarians,  are  of  roughly 
the  same  status,  e.g.,  leading  draughtsmen  and  experimental 
officers;  and 

(v)  Post  Office  manipulative  supervisors  who  are  out  with  the  free 
area  but  have  scale  maxima  of  roughly  the  same  order  as  the 
executive  officers. 

* 

(c)  The  “ politically  restricted  ” — that  is  debarred  from  engaging  in  the 
activities  defined  as  national  political  activities  (paragraph  2) 
but  free  to  seek  permission  of  the  Department  to  engage  in  the  acti- 
vities defined  as  local  political  activities  (paragraph  3);  this  group 
comprises  all  civil  servants  not  in  either  of  the  other  two  groups. 

The  Intermediate  Group 

5.  The  following  special  considerations  apply  to  the  “ intermediate  ” 
group: 

(a)  its  members  may  apply  for  permission  to  be  engaged  in  any  or  all 
of  the  political  activities  in  paragraphs  2 and  3 with  the  exception 
of  adoption  as  parliamentary  candidate; 

( b ) Departments  grant  permission,  or  refuse  it,  mainly  according  to  the 
degree  and  nature  of  the  contact  with  the  public  involved  by  the  duties 
of  the  officer  concerned,  and  the  extent  to  which  his  political 
activities  are  likely  to  be  known,  or  to  become  known,  as  those  of  a 
civil  servant  whose  official  duties  involve  his  taking  decisions,  or 
seeming  to  the  public  to  take  decisions,  affecting  the  personal  well- 
being of  the  Departments’  clients;  for  example,  a clerk  in  the  Post 
Office  Savings  Department  would  no  doubt  normally  be  given  per- 
mission to  take  part  in  national  political  activities,  but  a clerk  in  the 
local  office  of  the  Ministry  of  Labour  or  the  National  Assistance 
Board  would  probably  not.  Other  criteria  may  sometimes  be  rele- 
vant; for  example,  staff  in  Private  Offices  are  in  a special  position 
and  would  probably  be  refused  permission  to  take  part  in  any 
political  activities ; 

(c)  where  permission  is  granted  it  is  subject  to  the  obligation  to  notify 
the  Department  of  the  election  to  a local  authority; 

(d)  where  permission  is  given  to  take  part  in  national  political  activities, 
it  normally  follows  that  permission  is  given  to  take  part  in  local 
political  activities.  Departments  also  allow  those  not  given  permission 
for  national  activity  to  take  part  in  local  activity  in  as  many  cases 
as  possible  consistently  with  the  fundamental  intention  of  the  scheme 
— the  safeguarding  of  the  reputation  of  the  Civil  Service  for  political 
impartiality.  Special  rules  for  the  participation  in  local  government 
activities  are,  however,  laid  down  by  those  Departments  which  are  in 
close  official  contact  with  local  authorities ; 

(e)  Departments  have  indicated  which  of  their  staff  within  the  “ inter- 
mediate ” group  will  be  given  “ en  bloc  ” standing  permission  and 
which  must  seek  it  individually.  Those  to  whom  individual  per- 
mission is  given  need  not  re-apply  for  it  unless  there  is  a change  of 
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grade  or  removed  to  a branch  of  a Department,  such  as  a Private 
Office,  where  permission  for  any  form  of  political  activity  is  not 
normally  given.  Departments,  however,  retain  the  right  to  withdraw 
it,  for  example,  on  a change  of  duties. 

The  Politically  Restricted  Group 

6.  Civil  Servants  in  the  “ politically  restricted  ” group  are  completely 
barred  from  the  national  political  activities  defined  in  paragraph  2.  (This  is 
subject  to  the  maintenance  of  the  long  standing  rule  in  the  Post  Office  per- 
mitting canvassing  to  their  staff  except  where  “ obviously  incompatible  with 
their  official  position  ”.)  They  may,  however,  seek  permission  to  take  part  in 
local  political  activities.  The  extent  to  which  Departments  are  able  to  give 
permission  varies  with  the  circumstances  of  Departments,  but  (subject  to  the 
special  rules  applicable  to  those  Departments  in  close  official  contact  with 
local  authorities)  Departments  are  urged  to  give  permission  to  the  maximum 
extent  consistent  with  the  maintenance  of  the  reputation  of  the  Civil  Service 
for  political  impartiality.  Where  permission  is  given,  it  is  subject  to  the 
obligation  to  notify  the  Department  of  election  to  a local  authority. 

Obligations  of  staff  engaging  in  political  activities 

7.  All  staff,  whether  in  the  “ intermediate  ” or  “ restricted  ” groups, 
who  have  been  given  permission  to  engage  in  any  of  the  forms  of  political 
activities  defined  in  paragraphs  2 and  3 or  in  the  politically-free  group,  are 
required  to  observe  the  Official  Secrets  Acts  and  are  banned  from  any  form  of 
political  activity  whilst  on  duty  or  in  uniform  or  on  official  premises.  Where 
permission  is  given  to  staff  in  the  “ intermediate  ” or  “ restricted  ” groups 
it  is  subject  to  the  following  code  of  discretion: 

(a)  certain  discretion  is  required  of  those  civil  servants  who,  not  being 
within  the  area  of  complete  political  freedom,  are  nevertheless  given 
permission  to  take  part  in  national  political  activities  (other  than 
Parliamentary  candidature)  and  in  local  government  and  local 
political  activities.  All  such  staff  should  bear  in  mind  that  they 
are  servants  of  the  public,  working  under  the  direction  of  Her 
Majesty’s  Ministers  forming  the  Government  of  the  day.  While  they 
are  not  debarred  from  advocating  or  criticising  the  policy  of  any 
political  party,  comment  should  be  expressed  with  moderation 
(particularly  in  relation  to  matters  for  which  their  own  Minister  is 
responsible)  and  should  avoid  personal  attacks.  They  should  use 
every  care  to  avoid  embarrassment  to  Ministers  or  to  their  Depart- 
ment which  could  result,  whether  by  inadvertence  or  not,  from  the 
actions  of  a person  known  to  be  a civil  servant  who  brings  himself 
prominently  to  public  notice  in  party  political  controversy. 

(b)  the  permission  to  participate  in  local  government  and  in  political 
activities  in  the  local  field  granted  to  civil  servants  not  free  to  parti- 
cipate in  national  political  activities  is  subject  to  the  condition  that 
they  act  with  moderation  and  discretion,  particularly  in  matters 
affecting  their  own  Department  and  that  they  take  care  not  to  involve 
themselves  in  matters  of  political  controversy  which  are  of  national 
rather  than  local  significance. 
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8.  All  staff  in  the  intermediate  and  restricted  groups  who  have  not  been 
given  permission  to  engage  in  any  of  the  political  activities  defined  in 
paragraphs  2 and  3 are  expected  at  all  times  to  maintain  a reserve  in 
political  matters  and  not  to  put  themselves  forward  prominently  on  one  side 
or  the  other. 

Parliamentary  Candidature 

9.  The  Servants  of  the  Crown  (Parliamentary  Candidature)  Order,  I960, 
provides  that  no  person  to  whom  it  applies  shall  issue  an  address  to  electors, 
or  in  any  other  manner  publicly  announce  himself,  or  allow  himself  to  be 
publicly  announced,  as  a candidate  or  a prospective  candidate  for  election  to 
Parliament  for  any  constituency.  A civil  servant  in  the  politically  free  group 
who  is  standing  for  Parliament  is  obliged  to  submit  his  resignation  before 
nomination  day.  A civil  servant  in  this  group  is  entitled  to  be  reinstated  in 
his  Civil  Service  post  both  if  he  is  elected  to  Parliament  and  if  not  elected. 
If  elected  he  will  be  reinstated  if : 

(a)  he  ceases  to  be  a Member  after  an  absence  not  exceeding  five  years ; 
(, b ) he  had  not  less  than  ten  years’  actual  service  before  his  election;  and 
(c)  he  applies  for  reinstatement  within  three  months  of  ceasing  to  be  a 
Member. 

Application  for  reinstatement  when  the  first  two  of  these  conditions  are  not 
satisfied  will  be  sympathetically  considered  on  merits.  On  re-employment,  the 
period  spent  as  a Member  will  be  regarded  for  superannuation  purposes  as 
bridging-the-gap  between  two  periods  of  reckonable  service  but  will  not 
itself  be  reckonable  for  purposes  of  superannuation  or  annual  increment. 

10.  A civil  servant  in  the  politically  free  group  if  not  elected  to  Parliament 
will,  on  application  within  a week  of  declaration  day,  be  reinstated  in  his 
previous  capacity  as  from  the  date  of  application,  but  the  period  of  the  break 
will  not  count  for  annual  increment  or  superannuation  purposes.  Salary  will 
not  be  payable  during  the  break. 

11.  Civil  servants  in  the  intermediate  or  restricted  groups  who  resign  in 
order  to  seek  election  to  Parliament  have  no  right  to  reinstatement  in  the 
Civil  Service. 
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MEMORANDUM  No.  28 
submitted  by 

HER  MAJESTY’S  TREASURY 
June,  1967 


Departmental  Classes 


The  Committee  asked  for  statistics  relating  to  Departmental  Classes 
The  attached  tables  show: 

(а)  The  numbers  of  Departmental  Classes  and  Staff  (excluding  the 
General  Post  Office) 

(б)  Departmental  grades  with  a direct  or  indirect  pay  link  with  the 
Executive  Class 

(c)  Linked  Departmental  Executive  Grades1 

(d)  Numbers  of  Departmental  Classes  and  Staff  in  Customs  and  Excise 
Inland  Revenue  and  Ministry  of  Labour 

(e)  List  of  Departmental  grades  with  a pay  link  with  the  Works  Group 
of  Professional  Classes. 

The  information  has  been  obtained  from  information  readily  available  in 
the  Treasury.  Much  of  it  was  supplied  by  Departments  in  response  to  ad  hoc 
enquiries  on  the  occasions  of  pay  reviews  and  is  not  necessarily  up  to  date; 
because  of  the  way  they  have  been  obtained  figures  do  not  necessarily  relate 
to  the  same  date. 


a fun'ber  of  departmental  grades  linked  together  for  pay  and  certain  condi- 
uvnsot  service  for  administrative  convenience  only,  e.g.  the  linked  departmental  executive 
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Departmental  Classes 


Table  (A) 

Departmental  Classes 


Numbers  of  Classes  and  Staff  {excluding  General  Post  Office) 
Compiled  from  information  supplied  by  departments  principally  m early  1966 


(a) 

(« 

(C) 

Number  of 

Number  of 

Notes 

Classes 

Staff 

Staffs  with  Salaries  of 
£ 4,500  p.a.  and  over 
linked  to 

Administrative  Class 

55 

91 

4 Classes  are  also  included  against 
Administrative  (under  £4,500) 

Executive  Class 

18 

27 

10  Classes  are  also  included  against 
Executive  Class  (under  £4,500) 

Scientific  Class 

20 

26 

2 Classes  are  also  included  against 
Scientific  Class  (under  £4,500) 

Works  Group 

41 

89 

14  Classes  are  also  included  against 
Works  Group  (under  £4,500) 

“ Others  ” (including 

“ H.C.S.,  No  Pay 

Links,”  Own  P.R.U. 
etc 

134 

221 

11  Classes  are  also  included  against 

“ Others”  (under  £4,500) 

Staff  with  Salaries  of 
under  £4,500  p.a. 
linked  to: 

Administrative  Class 

63 

2,209 

4 Classes  are  also  included  against 
Executive  Class  and 
3 against  “ Others.” 

Executive  Class 

259 

36,267 

21  Classes  are  also  included  against 
Clerical  Class  and 

1 against  “ Others.” 

Clerical  Class 
Scientific  Class 

75 

40 

43,778 

3,377 

1 Class  is  also  included  against 
“Others” 

Works  Group 

98 

6,959 

1 Class  is  also  included  against  Techni- 
cal Class  and 
1 against  “ Others.” 

Technical  Class 

51 

1,777 

2 Classes  are  also  included  against 

“ Others.” 

“ Others”  (including 

H.C.S.  No  Pay 

Links,  Own  P.R.U., 
etc.)  

635 

29,408 

6 Classes  are  also  included  against 
Executive  Class  and 
2 against  Scientific  Class 

Total  

1,489 

124,229 

83 

Net  Total 

1,406 

124,229 

jvuie . _ 

Some  Classes  have  more  than  one  pay  link.  e.g.  part  of  a Class  may  be  linked  to  the 
Clerical  Class  and  the  remainder  to  the  Executive  Class.  Such  Classes  have  been  mctuaea 
against  each  parent  in  column  (a),  but  their  stafF  numbers  are  shown  against  their  ap- 
propriate parent  in  column  (Z>).  These  cases  are  indicated  in  column  (c). 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Departmental  Classes 


411 


Table  (. B ) 

General  Post  Office 


Numbers  of  Departmental  Classes  and  Staff 
Compiled  from  information  supplied  by  departments  principally  in  early  1966 


(O) 

Number  of 
Classes 

W 

Number  of 
Staff 

00 

Notes 

Staff  with  Salaries  of 
£ 4,500  p.a.  and  over 
linked  to: 

Administrative  Class 

6 

15 

Executive  Class 

1 

1 

Works  Group 
“ Others  ” (including 
H.C.S.,  No  Pay 
Links,  Own  P.R.U., 
etc.)  

2 

4 

8 

22 

1 Class  is  also  included  against  the 

Staff  with  Salaries  of 
under  £4,500  p.a. 
linked  to: 

Administrative  Class 

1 

3 

Works  Group  (under  £4,500). 

Executive  Class 

30 

7,496 

2 Classes  are  also  included  against 

Clerical  Class 

7 

25.324 

the  Clerical  Class  and 
1 against  “ Others.  ” 

1 Class  is  also  included  against 

Scientific  Class 

_ 

“ Others.  ” 

Works  Group 

8 

2,569 

1 Class  is  also  included  against 

Technical  Class 

5 

11,147 

“ Others.  ” 

“ Others  ” (including 
H.C.S.,  No  Pay 
Links,  Own  P.R.U., 
etc.)  

66 

311,381 

Total  

134 

357,962 

6 

Net  Total 

128 

357,962  | 

Note: 

Some  Classes  have  more  than  one  pay  link,  e.g.  part  of  a Class  may  be  linked  to  the 
Clerical  Class  and  the  remainder  to  the  Executive  Class.  Such  Classes  have  been  included 
against  each  parent  in  column  (a).  But  the  staff  numbers  are  shown  against  their  appro- 
priate parent  in  column  ( b ).  These  cases  are  indicated  in  column  (c). 
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Table  (C) 


Departmental  Classes 


Departmental  Grades  with  a direct  or  indirect  pay  link  with  the 
EXECUTIVE  Class 

Number  of 
staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

Ministry  of  Senior  Drainage  and  Water  Supply  Officer  3 

Agriculture,  Drainage  and  Water  Supply  Officer 

Fisheries  and  Grade  I 40 

Food  Grade  II  256 

Grade  III •••  58 

Egg  Inspector  ...  •••  9 

Chief  Fatstock  Officer  1 

Deputy  Chief  Fatstock  Officer  2 

Regional  Fatstock  Officer 12 

Deputy  Regional  Fatstock  Officer  ...  8 

Divisional  Fatstock  Officer  50 

Fatstock  Officer  221 

Fatstock  Assistant 215 

Field  Officer  Grade  II  427 

Field  Officer  Grade  III  ...  ...  ...  129 

Deputy  Chief  Inspector  of  Sea  Fisheries  ...  1 

District  Inspector  of  Sea  Fisheries  ...  9 

Fisheries  Officer  ...  10 

Chief  Inspector,  Horticultural  Marketing 
Inspectorate  ...  ...  ...  1 

Deputy  Chief  Inspector,  Horticultural 

Marketing  Inspectorate 2 

Regional  Inspector,  Horticultural  Market- 
ing Inspectorate 6 

Assistant  Regional  Inspector,  Horticultural 

Marketing  Inspectorate — 

Senior  Inspector,  Horticultural  Marketing 

Inspectorate  ...  13 

Inspector,  Horticultural  Marketing  Inspec- 
torate   58 

Senior  Litigation  Clerk  1 

Chief  Lime  Technical  Officer  ...  ...  1 

Lime  Technical  Officer  2 

Assistant  Lime  Technical  Officer 14 
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Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Number  of 


staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

Ministry  of  Farm  Manager,  N.A.A.S.  12 

Agriculture,  Chief  Plant  Health  and  Seeds  Inspector  ...  1 

Fisheries  and  Deputy  Chief  P.H.  and  S.1 1 

Food — cont.  Regional  P.H.  and  S.1 7 

Assistant  Regional  P.H.  and  S.I.  ...  4 

P.H.  and  S.I.  Grade  I 25 

P.H.  and  S.I.  Grade  II  11 

Bees  Officer  (Seasonal)  37 

Calf  Certifying  Officer  Ill 

Senior  Trade  Officer  1 

Chief  Investigating  Officer 1 

Investigating  Officer  14 

Cabinet  Office  Historian  Grade  II  7 

Narrator  — 

Retired  Officer  Grade  I ...  5 

Document  Interpreters  “A”  1 

Document  Interpreters  “ B ” 2 

Research  Assistant 7 

Senior  Cypher  Superintendent  1 

Lord  Chancellor’s  Auditor  21 

Department,  Chief  Clerk  (S.E.O.)  10 

County  Courts  Chief  Clerk  (C.E.O.)  2 

Branch  Senior  Clerk 639 

Chief  Clerk  II/Staff  Clerk  II  278 

Chief  Clerk  I/Staff  Clerk  I 172 

Chief  Clerk  I Special  66 


Customs  and 
Excise 


Control  Officer  

9 

Senior  Control  Officer  

3 

Chief  Control  Officer  

1 

Officer  of  Customs  and  Excise 

5,075 

Inspector  

32 

Assistant  Collector  

41 

Senior  Inspector  

48 

Collector  

14 

Senior  Assistant  Collector 

27 

Principal  Inspector  

11 

Deputy  Collector  

2 

Higher  Collector  

Assistant  Inspector 

Assistant  Waterguard  Superintendent 

} 

20 

29 
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Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 

Number  of 
staff  in 
grade  at 
1st  April, 
1967 


Department 


Grade 


Customs  and 
Excise — cont. 


Inspector 

Waterguard  Superintendent 
Deputy  Waterguard  Superintendent 


26 


Deputy  Chief  Investigation  Officer 

Surveyor  

Senior  Investigation  Officer 

Chief  Investigation  Officer 

Assistant  Preventive  Officer 
Preventive  Officer 

Chief  Preventive  Officer  

Higher  Waterguard  Superintendent 
Deputy  Inspector  General  of  Waterguard 
Higher  Waterguard  Superintendent, 

London  


3 

490 

14 

1 

1,197 

1,720 

160 

4 
2 


1 


Ministry  of 
Defence 
(Central) 


Intelligence  Officer  I 

Intelligence  Officer  II  

Intelligence  Officer  III  

Intelligence  Officer  (Foreign  Documents 

Research)  I 

Intelligence  Officer  (Foreign  Documents 

Research)  II  

Intelligence  Officer  (Foreign  Documents 

Research)  III  ...  

Deputy  Director  of  Forward  Plans 

Deputy  Canteen  Manager 

Deputy  Assistant  Director 
(Defence  Intelligence  Staff) 


Ministry  of 
Defence  (Air 
Force 

Department) 


Families  Officer  

Civilian  Language  Instructors  A 

Civilian  Language  Instructors  B 

Senior  Civilian  Language  Instructor 
Deputy  Principal  Language  Instructor 

Historian  II 

Observer  Officer  R.O.C 

Observer  Lieutenant  R.O.C. 

Observer  Commander  R.O.C. 

Observer  Captain  R.O.C 

Civilian  Chief,  Fuel  and  Lubricants  Branch 
(U.S.A.F.)  


15 

53 

28 

1 

6 

18 

1 

1 

9 


12 

6 

1 

2 

37 

39 

6 

1 
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Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Department 


Grade 


Ministry  of 
Defence  (Air 
Force  Depart- 
ment)— cont. 


Welfare  Officer  Grade  I 

Welfare  Officer  Grade  II  

Gliding  Instructor  (A.T.C.) 

Senior  Gliding  Instructor  (A.T.C.) 

Civilian  Substitution  Officer 
Grade  II  

Grade  III "* 

Grade  IV 

Administration  Officer  Grade  I 

Administration  Officer  Grade  II 

Administration  Officer  Grade  III 

Air  Traffic  Control  Officer  (special  appoint- 
ment)   

Retired  Officer  Grade  I 

Retired  Officer  Grade  II  

Retired  Officer  Grade  III  

Security  Officer  Grade  I 

Security  Officer  Grade  II  

Assistant  to  Chaplain  in  Chief  

Chaplain’s  Assistant  (Female)  

Community  Relations  Adviser  

Technical  Assessor  (Disposals)  

Civilian  Substitution  Officer  Grade  I 

Head  of  Personnel  5 (R.A.F.)  

Commandant  A.T.C.  (Scotland)  

Recreation  Director 

Assistant  Recreational  Director  

Cataloguer  and  Indexer  

Research  Assistant 

Head  of  Pho  tographic  Reproduction  Branch 

Translator  

Air  Traffic  Control  Officer  II  

Air  Traffic  Control  Officer  III  


Ministry  of  British  Forces  Broadcasting  Services 

Defence  (Army)  Grade  I 

Department)  Grade  2 ...  ...  ...  ’’ 

Grade  3 

Grade  4 

Grade  5 

Hostel  Manager  (Bicester)  Grade  “ B ” 
Language  Instructor  “ A ” 


Number  of 
staff  in 
grade  at 
1st  April, 
1967 

24 

14 

8 

2 

4 

3 

9 

5 

60 

1 

7 

12 

42 

28 

1 

4 

11 


1 

1 


1 

1 

1 

2 


1 

3 

12 

24 

57 

1 

12 
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Departmental  Classes 


Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 

Number  of 
staff  in 


Department 


Ministry  of 
Defence  (Army 
Depart- 
ment)— cont. 


Grade 


Language  Instructor  “ B ” 

Senior  Language  Instructor  

Films  and  Model  Officer 

Business  Manager,  B.A.N.U 

Work  Study  Officer  Grade  II 

Work  Study  Officer  Grade  I 

Senior  Work  Study  Officer 

Chief  Work  Study  Officer 

Catering  Manager  Grade  4 

Catering  Manager  Grade  3 

Catering  Manager  Grade  2 

Catering  Manager  Grade  1 

Deputy  Assistant  Censor,  B.A.O.R. 

Assistant  Censor,  B.A.O.R. 

Censor  B.A.O.R.  ...  

Commander  Army  Security  Vetting  Unit 

Chief  Group  Officer  

Welfare  Officer  Grade  I 

Welfare  Officer  Grade  II  

Assistant  Officer  i/c  Barracks  

Security  Officer  (Investigating)  Grade  I ... 
Security  Officer  (Investigating)  Grade  II  ... 
Security  Officer  (Physical)  Grade  I 
Security  Officer  (Physical)  Grade  II 
Senior  Security  Officer  (Investigating) 
Adjutant  and  Messing  Officer, 

Royal  Hospital,  Chelsea  

Administrator  for  Married  Quarters 

Catering  Supervisor  Grade  I 

Intelligence  Officer  Grade  in 
Director  of  Ordnance  Factories  Accounts 
Controller  of  Audit  Accounts 
Director  of  Army  Contracts 

Director  of  Sales  

Chaplain’s  Assistant  (Female)  

Retired  Officer  Chaplain  

Narrator  

Chief  Labour  Management  Officer 
Assistant  Chief  Labour  Management  Officer 

Senior  Labour  Officer  ...  

Labour  Manager  

Labour  Officer  

Labour  Officer  (Trainee)  


grade  at 
1st  April, 
1967 
5 
1 

1 

2 

14 

5 

1 

9 
8 
8 
3 
2 
3 
1 
1 

10 
14 
11 
31 

5 

86 


1 

1 

1 

17 
1 
1 
1 

5 

2 

1 

1 

1 

8 

14 

18 
4 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Departmental  Classes  ^ 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE1 
Class — continued 


Department 

Grade 

Number  of 
staff  in 
grade  at 

Ministry  of 

Retired  Officer  I 

1st  April, 
1967 

20 

322 

938 

Defence  (Army 

Retired  Officer  II  

Depart- 

Retired Officer  III 

ment) — cont. 

Retired  Officer  (W.R.A.C.)  II 

Retired  Officer  (W.R.A.C.)  Ill  ... 

2 

Retired  Officer  (Brigadier) 

1 

J 

Railway  Representative,  B.A.O.R. 

Editor  (Army  Operational  Research  Estab- 
lishment)   

1 

Ministry  of  Catering  Manager  Grade  3 

Defence  (Navy  Deputy  Hostel  Manager  ...  ... 

Department)  Catering  Manager  Grade  2 ...  ..’ 

Hostel  Manager  “ B ” 

Catering  Manager  Grade  1 
Hostel  Manager  “ A ” 

Area  Catering  Manager  

Catering  Adviser  to  the  Director  of  Victual- 
ling   

Catering  Superintendent  (R.F.A.S.)  ... 

Historian  Grade  II 

Language  Instructor  “ A ” 

Language  Instructor  “ B ” ...  ” " 

Naval  Assistant,  Compass  Division 
Director  of  Weapons  Compass  (Naval) 
Deputy  Director  of  Weapons  Compass 

(Naval)  

General  Manager,  R.N.  Film  Corporation 

Confidential  Book  Officer 

Welfare  Worker  

Senior  Work  Study  Officer 

Work  Study  Officer 

Naval  Assistants,  Hydrographic  Depart- 
ment Lt.  Cmdr 

Naval  Assistants,  Hydrographic  Depart- 
ment Lt.  Cmdr.  (H)  

Naval  Assistants,  Hydrographic  Depart- 
ment Cmdr.  

Naval  Assistants,  Hydrographic  Depart- 
ment Cmdr.  (H) 

Intelligence  Evaluation  Officer 

Civilian  Intelligence  Officer  


12 

1 

7 

5 

5 

1 
1 

3 

4 

2 
1 

1 

1 

7 

1 


3 


1 

4 

1 

2 
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418  Departmental  Classes 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Number  of 


staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

Ministry  of  Section  Naval  Auxiliary  Officer  li 

Defence  (Navy  Port  Naval  Auxiliary  Officer  5 

Depart-  Port  Naval  Auxiliary  Officer  (part-time)  ...  23 

ment) — cont.  Command  Naval  Auxiliary  Officer  ...  5 

Assistant  Naval  Regional  Officer 3 

Naval  Regional  Officer  (New  Style)  ...  8 

Security  Officer  Grade  I ...  ...  ...  1 

Security  Officer  Grade  II  ...  ...  ...  1 

Retired  Officer  Grade  I 21 

Retired  Officer  Grade  II  83 

Retired  Officer  Grade  III  52 

Temporary  Technical  Translator  ...  ...  — 

Education  and  Cost  Accountant  (Schools  Meals  Unit)  ...  1 

Science  Assistant  Cost  Accountant  (Cost  Investiga- 
tion Unit) 2 

Deputy  Director  (C.I.U.)  1 

Director  (C.I.U.)  1 

Library  Adviser  ...  ...  ...  ...  2 

Publications  Officer  (Schools  Council)  ...  1 


Exchequer  and 
Audit 

Department 


Assistant  Auditor  , 

Auditor  / Combmed  8rade 

Special  Auditor  

Senior  Auditor 

Deputy  Director  of  Audit 

Director  of  Audit 


311 

61 

65 

17 

10 


Diplomatic  Service  Grade  4 Officer  (Executive) 
Administration  Grade  4B  Officer  (Executive) 
Office  Grade  5 Officer  (Executive) 

Grade  6 Officer  (Executive) 
Grade  7 Officer  (Executive) 
Grade  9 Officer  (Executive) 


Colonial  Office  Senior  Auditor 


Commonwealth  Assistant  to  Security  Officer 
Relations  Office 


14 

7 

154 

277 

611 

864 


1 


Foreign  Office  Research  Assistant  Grade  1 
Research  Assistant  Grade  2 


9 

11 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Departmental  Classes  4jg 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Department 


Grade 


Foreign  Office  Research  Assistant  Grade  3 
— cont.  Conference  Officer  Grade  1 ... 

Conference  Officer  Grade  2 
Sub  Editor 

Narrator  

Tutor  at  Wilton  Park  Centre 
Senior  Tutor  at  Wilton  Park  Centre 
Catering  Officer  at  Wilton  Park  Centre  . . . 
Housekeeper  at  Wilton  Park  Centre 
Examiner  (Passport  Control  Department) 

Assistant  Visa  Officer  

Visa  Officer  ... 

Field  Investigation  Officer  Grade  I 
Field  Investigation  Officer  Grade  II 
Senior  Field  Investigation  Officer 

Ministry  of  Deputy  Adviser  on  Ambulance  Services  ... 
Health  Adviser  on  Ambulance  Services 


Home  Office  Catering  Officer  Grade  I 

Catering  Officer  Grade  II 

Commandant,  Civil  Defence  Schools 
Assistant  Instructor,  C.D.  Schools 
Senior  Assistant  Instructor,  C.D.  Schools 

Instructor,  C.D.  Schools  

Senior  Instructor,  C.D.  Schools  

Chief  Instructor,  and  Deputy  Commandant, 

C.D.  Staff  College  

Inspector,  Dangerous  Drugs  Inspectorate 

Deputy  Chief  Inspector,  D.D.I 

Chief  Inspector,  D.D.I 

Immigration  Officer 

Chief  Immigration  Officer 

Inspector,  Immigration  Service  


Number  of 
staff  in 
grade  at 
1st  April , 
1967 

19 

1 

1 

4 

1 

1 

1 

1 

6 

7 

14 

1 


1 

11 
3 

3 

14 

4 

12 

5 

1 

2 

1 

1 

590 

64 

13 


Assistant  Chief  Training  Officer  ...  ...  3 

Chief  Training  Officer  1 

Quartermaster,  Fire  Service  Training  Centre  1 

Assistant  Communications  Officer  ...  6 

Communications  Officer  6 

Senior  Communications  Officer  3 

Chief  Communications  Officer  1 
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420 


Departmental  Classes 


Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Department 


Number  of 
staff  in 

Grade  at 

1st  April, 


Home  Assistant  Catering  Adviser  

Office— cont.  Catering  Adviser  

Director  of  Training  (Probation) 

Inspector,  Grade  II  (Children’s  and  Proba- 
tion)   ■" 

Inspector,  Grade  I (Children’s  and  Proba- 
tion)   

Inspector,  (Old  Style)  (Children’s  and 

Probation) 

Deputy  Principal  Probation  Inspector  ... 

Principal  Probation  Inspector  

Superintending  Inspector 

(Children’s  Department  Inspectorate)  ... 


1967 

I 

I 

1 

39 

45 

1 

1 

1 

7 


Deputy  Chief  Inspector 

(Children’s  Department  Inspectorate)  ... 
Director  of  Child  Care  Studies 

(Children’s  Department  Inspectorate)  ... 
Adviser  on  Voluntary  Work  in  After-Care 
(Probation  Department) 


Home  Office—  Chaplain  

Prison  Service  Chaplain  (part-time)  

Assistant  Chaplain  General  of  Prisons 

Chaplain  General  of  Prisons  

Assistant  Governor  Class  I 

Assistant  Governor  Class  II  

Governor  Class  I 
Governor  Class  II  ... 

Governor  Class  III  ... 

Assistant  Director  of  Prison  or  Borstal 

Administration  

Director  of  Prison  or  Borstal  Admini- 
stration   

Chief  Director  of  Prison  or  Borstal  Admini- 
stration   


37 

175 

1 

1 

66 

186 

15 

33 

62 

10 

2 

1 


Ministry  of 
Housing  and 
Local 

Government 


Audit  Examiner  

Assistant  District  Auditor 

Senior  Assistant  District  Auditor  . . . 
Deputy  District  Auditor 

District  Auditor  

Temporary  Ironstone  Adviser 
Appeals  Inspector  


273 

112 

69 

17 

15 

1 

11 
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Departmental  Classes 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Department 


Grade 


Central  Office  of  Press  Photographer 
Information  Chief  Press  Photographer 

Board  of  Inland  Assistant  Accountant  General 
Revenue  Deputy  Accountant  General 

Deputy  Controller  of  Surtax  ... 
Assistant  Controller  of  Death  Duties 
Deputy  Controller  of  Death  Duties  . . ’ 

Controller  of  Stamps  

Deputy  Registrar  of  Death  Duties 

(Scotland) 

Registrar  of  Death  Duties  (Scotland) 
Controller,  Superannuation  Funds  Office 
Senior  Principal  Inspector  of  Taxes 
Principal  Inspector  of  Taxes 
Actuary,  Estate  Duty  Office 
Controller,  War  Damage  Office 

Assistant  Examiner 

Examiner  

Senior  Examiner 

Chief  Examiner  

Inspector  of  Stamping  " 

Deputy  Director  of  Stamping 

Collector,  Higher  Grade  

Senior  Collector  

Regional  Collector 

Principal  Collector 

Tax  Officer,  Higher  Grade 

Inspector  of  Taxes 

Inspector,  Higher  Grade  

Senior  Inspector 

Cadet  Valuer  

Deputy  Superintending  Inspector  of  Fac- 
tories 

Superintending  Inspector  of  Factories 
Deputy  Chief  Inspector  of  Factories 
Catering  Manager,  Grade  IV 

Catering  Manager,  Grade  III  

Assistant  Hostel  Manager  ... 

Deputy  Hostel  Manager  

Catering  Manager,  Grade  H 


Ministry  of 
Labour 


Number  of 
staff  in 
grade  at 
1st  April, 
1967 


I 

6 


1 

1 

9 

2 

1 


1 

1 

1 

31 

133 

1 

1 

198 

83 

165 

62 

1 

1 

241 

129 

40 

16 

6,314 

2,707 

916 

586 

276 


26 

13 

5 
15 
21 

2 

1 

6 
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422  Departmental  Classes 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 

Number  of 


staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

Ministry  of  Hostel  Manager  “ B ” 2 

Labour — cont.  Area  Catering  Manager  1 

H.M.  Inspector  II  105 

H.M.  Inspector  IB 153 

H.M.  Inspector  IA  ...  ...  ...  Ill 

Deputy  Chief  Inspector  of  Training  ...  4 

Social  Worker  20 

Senior  Social  Worker  ...  ...  ...  2 

Training  Officer  T.W.1 24 

Training  Officer  Higher  Grade,  T.W.I.  ...  6 

Senior  Training  Officer  T.W.I.  ...  ...  1 

Cadet  ...  ...  ...  21 

Grade  5 Officer  ...  ...  3,869 

Grade  4 Officer  1,114 

Grade  3 Officer  ...  ...  ...  ...  341 

Grade  2 Officer  ...  ...  ...  ...  106 

Grade  1 Officer  23 

Welfare  Recreational  Officer  ...  ...  5 

H.M.  Land  Assistant  Superintendent,  Plans  Branch  ...  161 

Registry  Superintendent,  Plans  Branch  ...  ...  70 

Senior  Superintendent,  Plans  Branch  ...  23 

Deputy  Chief  Superintendent,  Plans  Branch  1 

Chief  Superintendent,  Plans  Branch  ...  1 

Royal  Mint  Canteen  Manageress  Grade  “ B ” ...  1 

National  Parks  Assistant  Field  Adviser  ...  1 

Commission  Field  Adviser  1 

National  Savings  District  Commissioner  154 

Committee  Secretary  ...  1 

Ministry  of  Over-  Deputy  Head  of  Overseas  Resettlement 

seas  Develop-  Bureau  ...  ...  ...  5 

ment  Head  of  Overseas  Resettlement  Bureau  ...  1 

Pensions  Appeals  Secretary  ...  1 

Tribunal, 

Northern 

Ireland 
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Departmental  Classes  423 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 

Class — continued 

Number  of 
staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

Principal  Probate  District  Probate  Registrar  “ A ” 10 

Registry  (Royal  District  Probate  Registrar  “ B ” 4 

Courts  of  District  Probate  Registrar  “ C ” 2 

Justice)  Senior  Chief  Clerk,  District  Probate  Regis- 
tries   39 

Chief  Clerk,  Grade  “ C ’’/Staff  Clerk  ...  25 

Chief  Clerk,  Grade  “ B ” 16 

Chief  Clerk,  Grade  “ A ” 5 

Ministry  of  Public  Transport  Officer  — - 

Building  and  Works  Transport  Officer  2 

Works  Welfare  Officer  Grade  I ...  1 

Inspector  of  Custody  Services  1 

Deputy  Inspector  of  Custody  Services  ...  1 

Section  Leader,  Government  Car  Service  8 

Senior  Section  Leader,  Government  Car 

Service  2 

T/Chief  Officer,  Government  Car  Service  ...  1 

Bailiff  of  Royal  Parks  1 

Ministry  of  Social  Inspector  (Unassimilated) ...  1 

Security 

Ministry  of  Social  Caterer  1 

Security  Hostel  Warden  ...  ...  1 

(Supplementary ' 

Benefits) 

H.M.  Stationery  Director  of  Printing  and  Binding  Division  1 

Office  Assistant  Director  (Printing  and  Binding 

Division)  ...  4 

Deputy  Director  (Printing  and  Binding 

Division)  ...  1 

Printing  and  Binding  Officer  ...  ...  224 

Chief  Examiner  of  Printers  and  Binders 

Accounts  ...  1 

Deputy  Director  of  Finance  Division  ...  1 

Assistant  Director  of  Works  Division  ...  I 

Works  Manager  ...  ...  2 

Senior  Deputy  Works  Manager  ...  ...  4 

Senior  Works  Manager  ...  ...  ...  3 
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424  Departmental  Classes 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 

Number  of 


staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

H.M.  Stationery  Head  of  Typographic  Design  and  Layout 
Office — cont.  Section  ...  ...  ...  ...  ...  1 

Technical  Officer  ...  ...  ...  ...  107 

Higher  Technical  Officer  ...  ...  ...  44 

Costs  Investigator  1 

Assistant  Warehouse  Manager  1 

Custodian  of  Printing  Blocks  ...  ...  1 

Director  of  Works  Division  ...  ...  1 

Director  of  Technical  Development  Division  1 

Deputy  Director  of  Technical  Developments 

Division  ...  ...  ...  2 

Assistant  Director  of  Technical  Develop- 
ments Division  2 

Lord  Chancellor’s  Associate  ...  ...  ...  43 

Department,  Chief  Associate  ...  ...  ...  ...  1 

Supreme  Court  Head  Clerk 2 

of  Judicature  First  Class  Clerk  (Full  Hours)  62 

Principal  Clerk  (Full  Hours)  28 

Clerk  of  Indictments  2 

Admiralty  Marshal 1 

Assistant  to  the  Master  of  Lunacy 
(Court  of  Protection)  ...  ...  ...  4 

Chief  Clerk,  Court  of  Protection  ...  1 

Chief  Clerk,  Official  Solicitor’s  Department  1 

Registrar,  Lands  Tribunal 1 

Training  Officer  (in  the  Office  of  the  Secre- 
tary of  Commissioners) I 

Supreme  Court  of  Clerk,  First  Class  11 

Judicature 

(Northern 

Ireland) 

Ministry  of  Catering  Manager  III  6 

Technology  Catering  Manager  II  10 

Catering  Manager  I 3 

Deputy  Hostel  Manager  — 

Hostel  Manager  “ B ” 2 

Hostel  Manager  “ A ” ...  — 

Area  Catering  Manager  4 

Chief  Group  Officer  ...  1 
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Departmental  Classes  425 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 

Class — continued 

Number  of 
staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

Ministry  of  Security  Officer  Grade  I 5 

Technology  Security  Officer  Grade  II  17 

— cont.  Senior  Security  Officer  1 

Security  Officer  (Investigating)  I 10 

Security  Officer  (Investigating)  II 80 

Senior  Security  Officer  (Investigating)  ...  

Chief  Specialist  Teleprinter  Superintendent  

Retired  Officer  Grade  I 1 

Retired  Officer  Grade  II  20 

Retired  Officer  Grade  III  19 

Director  of  Catering  1 

Assistant  Director  of  Catering  2 

Board  of  Trade  Deputy  Chief  Inspector  of  Coastguard  ...  I 

Chief  Inspector  of  Coastguard  1 

Examiner  (Bank.  & Co.  (O.R.)  Service)  247 

Senior  Examiner  (Bank.  & Co.  (O.R.) 

Service)  20 

Principal  Examiner  (Bank.  & Co.  (O.R.) 

Service)  1 

Principal  Clerk  in  Bankruptcy  ...  ...  1 

Inspector  of  Official  Receivers  ...  ...  2 

Principal  Inspector  of  Official  Receivers  ...  1 

Assistant  Official  Receiver  (C)  37 

Assistant  Official  Receiver  (B)  11 

Assistant  Official  Receiver  (D)  

Official  Receiver  (C)  ...  1 

Official  Receiver  (B)  24 

Official  Receiver  (A)  ...  7 

Chief  Clerk 1 

Chief  Examiner  1 

Inspector  of  Ships  Provisions  ...  ...  15 

Senior  Inspector  of  Ships  Provisions  ...  7 

Deputy  Chief  Inspector  of  Ships  Provisions  1 

Chief  Inspector  of  Ships  Provisions  ...  1 

Assistant  Investigation  Officer  ...  ...  2 

Investigation  Officer  17 

Chief  Investigation  Officer ...  1 

Chief  Assistant  (lute  Control)  ...  ...  1 

Inspector  (Standards)  2 

Principal  Research  Officer 1 

Operations  Officers  Grade  I 48 
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^2g  Departmental  Classes 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Department 


Board  of 

Trade — cont. 


Ministry  of 
Transport 


Grade 


Operations  Officers  Grade  II  

Operations  Officers  Grade  III  

Aerodrome  Commandant  Grade  II 
Aerodrome  Commandant  Grade  III 
Chief  Specialist  Teleprinter  Superintendent 

Senior  Air  Traffic  Control  Officer 

Air  Traffic  Control  Officer  Grade  I 

Air  Traffic  Control  Officer  Grade  II 

Air  Traffic  Control  Officer  Grade  III 

Air  Traffic  Control  Officer  Grade  IV 

Air  Traffic  Control  Officer  Cadet  ... 

Inspector  of  Accidents 

Senior  Inspector  of  Accidents  


Number  of 
staff  in 
grade  at 
1st  April , 
1967 

79 

9 

2 

4 

5 

66 

392 

397 

168 

159 

I 

7 


Supervising  Examiner 
Assistant  Chief  Driving  Examiner 

Deputy  Chief  Driving  Examiner  

Divisional  Sea  Transport  Officer  

Sea  Transport  Officer  

Senior  Port  Emergency  Planning  Officer  ... 
Exhibitions  Officer  ... 


H.M.  Treasury  Enforcement  Officer  

Assistant  Enforcement  Officer  

Verbatim  Shorthand  Writer,  Grade  I 
Verbatim  Shorthand  Writer,  Grade  II 
Assistant  Grade  II  (10,  Downing  St.) 
Assistant  Grade  I (10,  Downing  St.) 

Catering  Adviser  

Senior  Catering  Adviser  

Chief  Catering  Adviser  

Security  Adviser  in  the  Office  of  the  Prime 
Minister  


Department  of  Fatstock  Security  Officer  ... 

Agriculture  and  Fatstock  Assistant 

Fisheries  for  Fatstock  Officer  

Scotland  District  Fatstock  Officer 

Deputy  Area  Fatstock  Officer 
Area  Fatstock  Officer 
Chief  Fatstock  Officer 
Assistant  Marketing  Officer 


1 

32 

68 

12 

2 

2 

1 

24 
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Departmental  Classes  427 

Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Department 

Grade 

Number  of 
staff  in 
grade  at 

Department  of 

Marketing  Officer  

1st  April, 
1967 

5 

Agriculture  and  Senior  Marketing  Officer  

2 

Fisheries  for 

Chief  Marketing  Officer  

1 

Scotland 

Deputy  Chief  Inspector  (Wages  and  Safety) 

2 

— cont. 

Chief  Inspector  (Wages  and  Safety) 

I 

Fishery  Officer  

22 

Chief  Inspector,  Sea  Fisheries  

1 

Superintendent  of  Field  Experiments  and 
Farm  Manager  

Farm  Manager  

2 

Court  of  Session 

Secretary  to  Pensions  Appeal  Tribunals  for 

Scotland  

1 

2 

Assistant  Clerk  of  Session  Grade  I 

Assistant  Clerk  of  Session  Grade  II 

7 

Deputy  Clerk  of  Session  

12 

Deputy  Principal  Clerk  of  Session 

1 

Scottish  Home 

Welfare  Officer  (After-Care)  

21 

and  Health 

Hotel  Supervisor  ...  

1 

Catering  Officer  Grade  I 

1 

Catering  Officer  Grade  II  

1 

Assistant  Caterer/Housekeeper  

1 

Civil  Defence  Exercise  Planning  Officer  ... 

1 

Superintendent  C.D.  Training  and  Exercise 
Ground  

1 

Deputy  Superintendent,  C.D.  Training  and 
Exercise  Ground  ...  

1 

Chief  Communications  Officer  

1 

Inspector  Grade  II 

9 

Inspector  Grade  I ...  

6 

Chief  Inspector  (Child  Care  and  Probation 
Inspectorate)  

1 

H.M.  Inspector  of  Fire  Services 

1 

Clerk  of  Justiciary  ...  

1 

District  Superintendent  (State  Management 
District)  ...  

2 

Deputy  General  Manager  (State  Manage- 
ment District)  

1 

General  Manager  (State  Management  Dis- 
trict)   

1 
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Departmental  Classes 


Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 

Class — continued 

Number  of 

staff  in 

Department 

Grade 

grade  at 
1st  April , 

1967 

National  Savings 

Deputy  Secretary  

1 

Committee  for 
Scotland 

Scottish  Home 

Assistant  Governor  II  

15 

and  Health 

Governor  IV 

13 

(Prisons) 

Governor  III  

7 

Governor  II 

4 

Governor  I 

1 

General  Post 

Catering  Officer  (except  N.  Ireland) 

11 

Office 

Catering  Officer  (N.  Ireland)  

1 

Senior  Catering  Officer  

1 

Chief  Catering  Officer  

1 

Catering  Manager  “ B ” 

2 

Catering  Manager  (Assistant)  

2 

Hostel  Manager  “ A ” (Stone)  

1 

Deputy  Hostel  Manager  (Stone)  ... 

4 

Investigation  Officer  

85 

Investigation  Officer  Class  II 

37 

Senior  Investigation  Officer 

29 

Assistant  Controller,  Investigation  Branch 

4 

Deputy  Controller,  Investigation  Branch  ... 

2 

Controller,  Investigation  Branch 

1 

Deputy  Telephone  Manager  Class  I 

17 

Deputy  Telephone  Manager  Class  II 

16 

Telephone  Manager  Class  I 

8 

Telephone  Manager  Class  II  

23 

Telephone  Manager  Class  III  

28 

School  Principal,  Bletchley  .. . 

1 

Overseer  (Counter  & Writing) 

Assistant  Superintendent  (Counter  & 

3,095 

Writing)  

479 

Superintendent  (Counter  & Writing) 

116 

Chief  Superintendent  (Counter  & Writing) 

20 

Chief  Superintendent,  Telegraphs 

1 

Assistant  Postal  Controller,  Class  I 

69 

Assistant  Postal  Controller,  Class  II 

136 

Postal  Traffic  Superintendent  (Redundant) 

20 

Postmaster  Grade  A1 

13 

Postmaster  Grade  A2  

68 

Postmaster  Grade  B 

175 
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Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Number  of 
staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

General  Post  Postmaster  Grade  C 263 

Office — cont.  Postmaster  Grade  D 114 

Assistant  Head  Postmaster,  Class  A ...  9 

Assistant  Head  Postmaster,  Class  B ...  12 

Assistant  Head  Postmaster,  Class  C ...  48 

Assistant  Head  Postmaster,  Class  D ...  79 

Assistant  Head  Postmaster,  Class  E ...  176 

Assistant  Head  Postmaster,  Class  F ...  96 

Head  Postmaster,  Class  A 4 

Head  Postmaster,  Class  B 9 

Head  Postmaster,  Class  C 48 

Head  Postmaster,  Class  D 79 

Head  Postmaster,  Class  E 176 

Head  Postmaster,  Class  F 96 

Head  Postmaster  (R)  Class  II  Included  in 

D 

Head  Postmaster  (R)  Class  IV  Included  in 

E 

Head  Postmaster  (R)  Class  V Included  in 

F 

District  Postmaster,  L.P.R.  ...  ...  9 

Sales  Superintendent  ...  426 

Senior  Sales  Superintendent  ...  ...  106 

Chief  Sales  Superintendent ...  44 

Assistant  Controller  of  Sales  3 

Senior  Telecommunications  Superintendent  504 

Chief  Telecommunications  Superintendent  1 57 

Principal  Telecommunications 

Superintendent  ...  ...  11 

Senior  Assistant  Telecommunications 

Controller  ...  ...  ...  8 

Deputy  Telegraph  Manager,  E.T.E.  ...  1 

Telecommunications  Traffic  Superintendent  1,098 

Senior  Assistant  Controller  L.P.R.  ...  5 

Staff  Controller  (Except  N.  Ireland)  ...  13 

Postal  Controller  (Except  N.  Ireland)  ...  13 

Deputy  Regional  Director ...  12 

Deputy  Chief  Inspector  of  Postal  Services  ...  2 

Factory  Manager  (Cwmcarn)  1 

Factory  Manager  (London  and  Birmingham)  2 

Deputy  Controller  of  Factories  1 
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Departmental  Grades  with  a direct  or  indirect  pay  link  with  the  EXECUTIVE 
Class — continued 


Number  of 


staff  in 

Department  Grade  grade  at 

1st  April, 
1967 

General  Post  Postal  Controller  N.I.  1 

Office — cont.  Staff  Controller  N.I.  ...  ...  ...  1 

Regional  Public  Relations  Officer  N.I.  ...  1 

Regional  Safety  Officer  N.I.  1 

Chief  Welfare  Officer  N.I.  ...  ...  ...  I 

Deputy  Chief  Accountant,  Scotland  ...  1 

Deputy  Finance  Officer,  Scotland  ...  1 

Assistant  Cashier  A.G.D 1 

Welfare  Officer  Class  II  ...  ...  ...  72 

Chief  Superintendent  (Manager)  London 

Postal  Region  8 

Telegraph  Manager,  E.T.E.  1 

Deputy  Director,  Contracts  ...  ...  I 

Deputy  Director,  Finance  and  Accounts  1 

Deputy  Director,  Giro  and  Remittance  ...  1 

Deputy  Director,  Savings  ...  ...  ...  3 

Controllers  L.P.R.  ...  ...  ...  ...  5 

Controller  Recruitment  and  Training, 

L.T.R 1 

Telecommunications  Controller  (except  N.I.)  12 

Deputy  Controller  Supplies  ...  ...  1 

Deputy  Staff  Controller,  L.P.R.,  L.T.R.  ...  3 

Chief  Accountant  and  Finance  Officer, 

Scotland  1 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Departmental  Classes 


431 


Table  (D) 

Linked  Departmental  Executive  Grades 


Departmental  Executive  Officer 

Department 

Ministry  of  Agriculture,  Fisheries  and 
Food 

Ministry  of  Agriculture,  Fisheries  and 
Food 

Department  of  Agriculture  and 
Fisheries  for  Scotland 
Customs  and  Excise 
Ministry  of  Defence  (Air  Force 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Government  Communications 
Headquarters 

Ministry  of  Housing  and  Local 
Government 
Scottish  Court  Service 
Board  of  Trade 
Board  of  Trade 

Departmental  Higher  Executive  Officer 

Department 

Ministry  of  Agriculture,  Fisheries 
and  Food1 

Ministry  of  Agriculture,  Fisheries  and 
Food 

Ministry  of  Agriculture,  Fisheries  and 
Food2 

Ministry  of  Aviation 
Customs  and  Excise 
Ministry  of  Defence  (Air  Force 
Department) 


Departmental  Grade 
Assistant  Litigation  Clerk 

Translator 

Inspector,  Wages  and  Safety 

Indoor  Officer 
Statistics  Officer 

Translator 

Technical  Staff  Officer 
Intelligence  Officer  Grade  II 
Camp  Leader/Interpreter 
Frontier  Service  Officer  Grade  III 
Grade  E II 

Audit  Examiner  (Reserved) 

2nd  Class  Depute,  Sheriff  Clerk 
Technical  Officer  (Jute  Control) 
Translator  Grade  III 

Departmental  Grade 
Litigation  Clerk 

Chief  Egg  Inspector 
Field  Officer 

Patent  Agents’  Managing  Clerk 
Chief  Clerk 

Higher  Statistics  Officer 


1 Present  grading  of  post.  Incumbent  on  personal  salary. 
8 Not  Drainage  and  Water  Supply  Officers. 
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Departmental  Higher  Executive  Officer — continued 


Department 

Ministry  of  Defence  (Air  Force 
Department) 

Ministry  of  Defence  (Air  Force 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Navy 
Department) 

General  Post  Office 

Government  Communications 
Headquarters 

Government  Communications 
Headquarters 

Home  Office 


Ministry  of  Housing  and  Local 
Government 
Scottish  Court  Service 

Scottish  Court  Service 
Scottish  Court  Service 

Scottish  Home  and  Health  (Prisons) 
Department 
Board  of  Trade 

Board  of  Trade 

Departmental  Senior  Executive  Officer 

Department 

Ministry  of  Agriculture,  Fisheries  and 
Food 

Department  of  Agriculture  and 
Fisheries  for  Scotland 
Customs  and  Excise 


Departmental  Grade 
Superintendent  of  Translators 

Senior  Welfare  Officer 

Liaison  Officer  Grade  II 
(JSLO(BAOR)) 

Civilian  Welfare  Specialist 

Intelligence  Officer,  Grade  I 

Assistant  Labour  Adviser 

Frontier  Service  Office,  Grade  II 

Interpreter  Grade  A 

Recreational  Libraries  Officer 

Welfare  Officer  Class  I 
Cypher  Superintendent 

Grade  E I 

Regional  Officer  II  (other  than 
those  in  the  General  Executive 
Class) 

Assistant  District  Auditor 
(Reserved) 

1st  Class  Depute,  Sheriff  Clerk 
(inc.  Principal  Deputy  (Grade  3)) 
Sheriff  Clerk,  Group  D 
Third  Assistant  and  Depute  Clerk 
of  Justiciary 
Steward  II 

Senior  Technical  Officer  (Jute 
Control) 

Translator  Grade  II 


Departmental  Grade 
Regional  Inspector  (Safety/Wages) 

Inspector,  Sea  Fisheries 
Inspectorate 
Senior  Chief  Clerk 
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Department 

Ministry  of  Defence  (Air  Force 
Department) 

Ministry  of  Defence  (Air  Force 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

General  Post  Office 

General  Post  Office 

General  Post  Office 

Government  Communications 
Headquarters 

National  Savings  Committee 
Scottish  Court  Service 

Scottish  Court  Service 
Scottish  Court  Service 

Scottish  Home  and  Health 
Department 

Scottish  Home  and  Health 
Department 
Board  of  Trade 

Scottish  Home  and  Health  (Prisons) 
Department 
Ministry  of  Transport 

Departmental  Chief  Executive  Officer 

Department 

Ministry  of  Agriculture,  Fisheries  and 
Food 

Department  of  Agriculture  and 
Fisheries  for  Scotland 


Departmental  Grade 
Senior  Statistics  Officer 

Chief  Welfare  Officer 

Police  Adviser  (BAOR) 

Senior  Civilian  Officer  BRIXMIS 

Liaison  Officer  Grade  I 
(JSLO(BAOR)) 

Senior  Intelligence  Officer 

Frontier  Service  Officer  Grade  I 

Superintendent  of  Storage  (other 
than  those  in  the  General  Exe- 
cutive Class) 

Chief  Welfare  Officer  (except 
N.  Ireland) 

Assistant  District  Postmaster, 
L.P.R. 

Regional  Training  Officer  (except 
N.  Ireland) 

Senior  Cypher  Superintendent 

Deputy  Regional  Commissioner 
Principal  Depute,  Sheriff  Clerk 
(Grade  2) 

Sheriff  Clerk,  Group  C 
Second  Assistant  and  Depute  Clerk 
of  Justiciary 

Chief  Sector  Warning  Officer 

Commandant,  Scottish  Fire  Ser- 
vices Training  School 
Translator  Grade  I 
Steward  I 

Senior  Shipping  Officer 


Departmental  Grade 

Deputy  Chief  Inspector  (Safety/ 
Wages) 

Deputy  Chief  Inspector,  Sea 
Fisheries  Inspectorate 
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Departmental  Classes 


Department 

Customs  and  Excise 
Ministry  of  Defence  (Air  Force 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Army 
Department) 

Ministry  of  Defence  (Navy) 
General  Post  Office 
General  Post  Office 

General  Post  Office 
Home  Office 

Home  Office 

National  Savings  Committee 
Ministry  of  Public  Building  and 
Works 

Ministry  of  Public  Building  and 
Works 

Scottish  Court  Service 
Scottish  Court  Service 

Scottish  Court  Service 

Ministry  of  Transport 


Departmental  Grade 

Principal  Chief  Clerk 
Chief  Statistics  Officer 

Chief  Police  Adviser  (BAOR) 

Land  Liaison  Officer 
(JSLO(BAOR)) 

Principal  Intelligence  Officer 

Director  of  Frontier  Services 
(JSLO(BAOR)) 

Archivist 

Controller  of  Sales 
Regional  Finance  Officer  Northern 
Ireland 

Assistant  Controller,  L.P.R. 
Assistant  Chief  Inspector  of 
Immigration 

Superintendent  of  Hotels  and 
Restaurants  at  Carlisle 
Regional  Commissioner 
Chief  Transport  Officer 

Commercial  Manager 

Sheriff  Clerk,  Group  B 
Principal  Depute,  Sheriff  Clerk 
(Grade  1) 

First  Assistant  and  Depute  Clerk 
of  Justiciary 
Chief  Driving  Examiner 


Departmental  Senior  Chief  Executive  Officer 


Department 

Ministry  of  Defence  (Army 
Department) 

General  Post  Office 

National  Savings  Committee 


Departmental  Grade 
Director,  B.S.S.O. 

Regional  Finance  Officer  (except 
N.  Ireland) 

Chief  Commissioner 


Departmental  Principal  Executive  Officer 


Department 
Home  Office 


Departmental  Grade 
Chief  Inspector  of  Immigration 
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2 Classes  are  also  included 
in  “ Others  ” (over  £4,500) 

1 Class  is  also  included  in 
“ Others  ” (over  £4,500) 

Number 

of 

Staff 

ib) 

“mi  r 

1 

5,001 

11,384 

59 

76 

86 

1 

76 

o 

s 

Number 

of 

Classes 

(a) 

“1 1 1 1 1" 

1 

10 

5 

5 

1 

19 

1 

9 

s is 

oS 

* 

2 Classes  are  also  included 
in  “ Others  ” (over  £4,500) 

2 Classes  in  “ Others  ” 
(under  £4,500) 

3 Classes  are  also  included 
in  Executive  Class 

1 Class  is  also  included  in 
Works  (over  £4,500) 

2 Classes  are  also  included 
in  “ Others  ” (over  £4,500) 

Number 

of 

Staff 
( b ) 

1 1 r i r 

| 10,350 

20,992 

2,215 

110 

318 

■ 

1 

Number 

of 

Classes 

(.a) 

III"  112 

l“  l"  " 1 1" 

•E? 

Notes 

(c) 

1 Class  is  also  included  in 
“ Others  ” (over  £4,500) 

1 Class  is  also  included  in 
“ Others  ” (over  £4,500) 

b. 

Number 

of 

Staff 

(b) 

“mi  f j 

. co  2 f~-0\ 

l“-  II  ||RS 

Number 

of 

Classes 

(a) 

-ii i i r | 

1”  " II  II1'" 
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•1 

:<e 

over  linked  to: 

Administrative  Class  

Executive  Class  

Scientific  Class  ...  ...  ... 

Works  Group  ...  ... 

Technical  Class  ... 

To  Single  Outside  Analogue 

With  own  P.R.U 

Others  

Staff  with  salaries  under  £4,500  p.a. 
linked  to: 

Administrative  Class  

Executive  Class  

Clerical  Class 
Scientific  Class 

Vorks  Group  ...  ...  "[ 

technical  Class 
To  Single  outside  Analogue 
With  own  P.R.U. 

Others  ...  ...  ’’’ 

Totals  

Actual  Totals  of  Classes  (a)-(c) 

ote: 

II 

U o 

1-9 
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Table  (F) 


Departmental  Classes 


List  of  Departmental  Grades  with  a pay-link  with  the  works  group  of  Professional 

Classes 


Department 

Grade 

Numbers  of 
staff  at 

Ministry  of 

Marine  Superintendent  (Animal  Health)  ... 

Autumn, 

1965 

1 

Agriculture, 
Fisheries  and 
Food 

Ministry  of 

Controller  (BAOR) 

1 

Defence  (Army) 

Deputy  Controller  (BAOR)  

2 

Assistant  Controller  (BAOR) 

2 

Deputy  Assistant  Controller  

3 

Assistant  Director  (Chemist) 

11 

Industrial  Chemist  I 

31 

Industrial  Chemist  II 

61 

Industrial  Chemist  III  

53 

Director,  Inspectorate  of  Stores  and  Cloth- 
ing   

1 

Deputy  Director,  Inspectorate  of  Stores  and 
Clothing  

1 

Senior  Inspector,  Inspectorate  of  Stores  and 
Clothing  

1 

Assistant  Director  (Engineer) 

46 

Engineer  I 

153 

Engineer  II  

349 

Engineer  III 

283 

Engineering  Technical  Assistant  ... 

74 

Senior  Technical  Examining  Officer 

1 

Technical  Examining  Officer 

5 

Assistant  Technical  Examining  Officer 

2 

Head  of  Survey  Production  Centre 

1 

Ministry  of 

Assistant  Head  of  Training,  Directorate 

Defence  (Navy) 

General  Dockyards  and  Machinery 

1 

Head  of  Management  Training 

1 

Deputy  Marine  Engineer  Superintendent 

2 

Naval  Weapons  Production  Overseer 

1 

Inspector  of  Naval  Ordnance  A ... 

4 

Inspector  of  Naval  Ordnance  B 

24 

Inspector  of  Naval  Ordnance  C 

16 

Superintending  Electrical  Engineer 

33 

Electrical  Engineer  

75 

Senior  Assistant  Electrical  Engineer 

3 

Assistant  Electrical  Engineer 

43 
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List  of  Departmental  Grades  with  a pay-link  with  the  works  group  of  Professional 
Classes — continued 


Department 


Grade 


Ministry  of  Superintending  Mechanical  Engineer 

Defence  Mechanical  Engineer 

(Navy)— cont.  Senior  Assistant  Mechanical  Engineer 

Assistant  Mechanical  Engineer 
Dockyard  Health  Physicist  (Senior) 
Dockyard  Health  Physicist  (Main) 
Dockyard  Health  Physicist  (Basic) 
Manager  (R.N.  Propellent  Factory) 
Assistant  Manager  (R.N.  Propellent 

Factory)  

Chemist  in  charge  

Chemist  


Numbers  of 
staff  at 
Autumn, 
1965 

3 

22 

4 
6 
3 
2 
1 
1 

2 

9 

8 


Ministry  of  Deputy  Chief  Pharmacist j 

Health  Pharmacist  (Main) 5 

Pharmacist  (Basic) 1 

Laundry  Engineer  ...  2 

Electrical  Safety  Engineer 1 

Inspector  of  Engineering  ...  2 


Home  Office  Inspector  of  Explosives  4 

Second  Inspector  of  Explosives  1 


Ministry  of  Principal  Planner  15 

Housing  and  Senior  Planning  Officer  . . . 24 

Local  Govern-  Planning  Officer  23 

ment  Assistant  Planning  Officer  ...  ...  ...  1 

Principal  Housing  and  Planning  Inspector  21 

Senior  Housing  and  Planning  Inspector  ...  87 

Housing  and  Planning  Inspector 46 

Research  Student  ...  ...  7 

Deputy  Chief  Alkali  Inspector  ...  ...  2 

District  Alkali  Inspector  ...  12 

Alkali  Inspector  ...  ...  ...  ...  11 

Deputy  Senior  Radio  Chemical  Inspector  1 

Radio  Chemical  Inspector  ...  ...  5 

Chemical  Inspector  ...  ...  3 

Engineering  Inspector  18 

Public  Cleansing  Inspector 1 

Senior  Engineer  (Hydrology)  ...  3 

Engineer  1 
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Departmental  Classes 


List  of  Departmental  Grades  with  a pay-link  with  the  works  group  of  Professional 
Classes — continued 

Numbers  of 

Grade  staff  at 

Autumn, 
1965 


Department 


Board  of 

Inland  Revenue 


1st  Class  Valuer  

Senior  Valuer  

Valuer  (Main  grade) 

Valuer  

Temporary  Valuer  Range  IB 
Temporary  Valuer  Range  2B 
Temporary  Valuer  Range  2A 
Temporary  Valuer  Scale  2A 
Regional  Building  Surveyor 

Mining  Assistant  

Plant  and  Machinery  Assessor 


283 

137 

802 

698 

72 

28 

70 

70 

11 

3 


Ministry  of 
Labour 


Senior  Electrical  Inspector  of  Factories  ... 
Deputy  Senior  Electrical  Inspector  of 
Factories  ... 

Electrical  Inspector  of  Factories  

Senior  Chemical  Inspector  of  Factories  ... 
Deputy  Senior  Chemical  Inspector  of 

Factories 

Chemical  Inspector  (Senior)  of  Factories  ... 
Chemical  Inspector  (Main)  of  Factories  ... 
Senior  Engineering  Inspector  of  Factories 
Deputy  Senior  Engineering  Inspector  of 
Factories  ... 

Engineering  Inspector  (Senior)  of  Factories 
Engineering  Inspector  (Main)  of  Factories 
Senior  Inspector  (Building  and  Civil  Engi- 
neering) of  Factories  

Inspector  (Building  and  Civil  Engineering) 
(Senior)  of  Factories 

Inspector  (Building  and  Civil  Engineering) 

(Main)  of  Factories  

Technical  Adviser  on  Industrial  Training 
Deputy  Technical  Adviser  on  Industrial 

Training  

Assistant  Technical  Adviser  on  Industrial 
Training 


1 

10 

1 

1 

11 

8 

1 

1 

10 

10 

1 

1 

2 

1 

1 

2 


Ministry  of 
Overseas 
Development 


Assistant  Controller  of  Special  Projects 
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list  of  Departmental  Grades  with  a pay-link  with  the  works  group  of  Professional 
Classes — continued 


Numbers  of 

Department  Grade  staff  at 

Autumn , 
1965 

Ministry  of  Power  Chief  Fuel  Engineer  1 

Senior  Fuel  Engineer  ...  ...  ...  1 

Fuel  Engineer  I ...  ...  1 

Fuel  Engineer  II  — * 

Oil  Geologist  ...  ...  1 

Deputy  Chief  Engineering  Inspector, 

Electricity 1 

Senior  Engineering  Inspector,  Electricity  ...  1 

Engineering  Inspector  I,  Electricity  ...  4 

Engineering  Inspector  II,  Electricity  ...  — 

Principal  Inspector  of  Nuclear  Installations  5 

Senior  Inspector  of  Nuclear  Installations  19 

Inspector  of  Nuclear  Installations  ...  ...  8 

Assistant  Inspector  of  Nuclear  Installations  1 

Chief  Electricity  Meter  Examiner 1 

Deputy  Chief  Electricity  Meter  Examiner  1 

Area  Electricity  Meter  Examiner  ...  8 

Electricity  Meter  Examiner  16 

Pipelines  Inspector ...  ...  1 

Petroleum  Engineer  4 

Exploration  and  Production  Engineer  ...  1 

Gas  Engineer  ...  ...  ...  ...  1 

Deputy  Controller — Gas  Standards  Branch  1 

Gas  Distribution  Engineer  1 

Ministry  of  Public  Deputy  Superintendent,  Design  Office  ...  2 

Buildings  and  Assistant  Superintendent,  Design  Office  ...  5 

Works 

Graduate  Civil  Engineer  4 

Assistant  Controller  of  Supplies  (Technical)  1 

Royal  Fine  Art  Secretary  ...  1 

Commission  Deputy  Secretary  1 

Ministry  of  Assistant  Director  (Chemist)  2 

Technology  Industrial  Chemist  I 12 

Industrial  Chemist  II  21 

Industrial  Chemist  III  10 

Assistant  Director  (Engineer)  46 

Engineer  I ...  201 

Engineer  II  ...  421 

Engineer  III  ...  257 

Technical  Assistant  78 
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List  of  Departmental  Grades  with  a pay-link  with  the  works  group  of  Professional 
Classes — continued 


Department 


Grade 


Ministry  of  Tech-  Senior  Technical  Textbook  Editor 
nology — cont.  Technical  Textbook  Editor 


Numbers  of 
staff  at 
Autumn, 
1965 

1 

4 


Board  of  Trade  Controller  (Standards)  . 

Chief  Examiner  (Standards)  

Examiner  (Standards)  

Chief  Mechanical  Transport  Office 
Deputy  Chief  Mechanical  Transport  Officer 
Advisory  Officer,  Board  of  Trade  Advisory 

Council  

Assistant  Chief  Telecommunications 

Engineer  

Senior  Signals  Officer 

Signals  Officer  

Assistant  Signals  Officer  

Principal  Officer/Deputy  Chief  Consulta- 
tive Officer 

Professional  Officer  (Marine  Navigational 

Aids)  

Senior  Surveyor  

Surveyor  

Temporary  Surveyor  


1 

1 

4 

1 

1 

7 

7 

30 

75 

44 

16 

1 

99 

145 

17 


Ministry  of 
Transport 


Treasury 


Acting  Conservator,  River  Mersey 

Port  Engineer  

Inspecting  Officer  of  Railways 

Senior  Railway  Employment  Inspector  .. 

Railway  Employment  Inspector  

Assistant  Railway  Employment  Inspector 
Landscape  Architect 

Chief  Assistant  Valuer  

Senior  Assistant  Valuer  I 

Senior  Assistant  Valuer  II 

Assistant  Valuer  ...  


Department  of  Chief  Technical  Officer 
Agriculture  and 
Fisheries  for 
Scotland 


Scottish  Develop-  Chief  Chemical  Inspector  ... 
ment  Depart-  Chemical  Inspector 
ment  Senior  Engineering  Inspector 
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List  of  Departmental  Grades  with  a pay-link  with  the  works  group  of  Professional 
Classes — continued 

Numbers  of 


Department  Grade  staff  at 

Autumn, 

1965 

Scottish  Engineering  Inspector  9 

Development  Senior  Planning  Officer  6 

Department  Planning  Officer  13 

Assistant  Planning  Officer  ...  ...  ...  1 

Scottish  Home  Chief  Communications  Officer  1 

and  Health  Communications  Officer  3 

Department  Chief  Pharmacist  1 

Pharmacist  2 

Post  Office  Staff  Engineer/Chief  Regional  Engineer  ...  38 

Assistant  Staff  Engineer/Regional 

Engineer  147 

Senior  Executive  Engineer/Area  Engineer  520 

Executive  Engineer 1,450 

Chief  Factories  Engineer  1 

Factories  Senior  Executive  Engineer  ...  2 

Factories  Executive  Engineer  ...  ...  3 

Chief  M.T.  Officer 1 

M.T.  Officer  Class  I 2 

M.T.  Officer  Class  II/Regional  M.T.  Officer  14 

M.T.  Officer  Class  IH/Assistant  Regional 

M.T.  Officer  31 

Submarine  Superintendent  ...  ...  1 

Deputy  Submarine  Superintendent  ...  1 

Principal  Technical  Costs  Officer 1 

Senior  Technical  Costs  Officer  ...  ...  4 

Inspector  of  Wireless  Telegraphy  ...  ...  1 
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MEMORANDUM  No.  29 


submitted  by 

HER  MAJESTY’S  TREASURY 
July,  1967 


Number  of  classes  with  their  own 
P.R.U.  Surveys 


The  attached  table  is  submitted  in  response  to  a request  for  information 
about  the  number  of  classes  that  have  their  own  pay  research.  There  are  at 
present  17  such  classes  ( excluding  the  Post  Office).  There  are  4 other  classes 
(the  three  scientific  classes  and  wireless  staff)  that  are  expected  to  be  the  subject 
of  surveys  in  future,  though  the  timing  is  under  consideration  with  the  Staff 
Associations.  The  four  possible  additions  are  included  in  the  attached  list  but 
marked  with  an  asterisk. 


Numbers  of  staff  directly  involved  in  Pay  Research  Unit  surveys 
(General  Post  Office  staff  excluded) 


Administrative 

Assistant  Secretary  

806 

Class 

Principal  

1,080 

Assistant  Principal 

237 

Executive  Class 

Principal  Executive  Officer 

112 

Senior  Chief  Executive  Officer  ... 

329 

Chief  Executive  Officer  

1,325 

Senior  Executive  Officer 

3,792 

Higher  Executive  Officer 

11,296 

Executive  Officer 

29,626 

Clerical  Class 

Clerical  Officers,  G.S 

76,343 

Clerical  Assistants,  G.S. 
Inland  Revenue 

55,659 

Assistant  Collectors 

3,316 

Valuation  Clerks 

Ministry  of  Labour 

2,037 

Grade  6 Officer 

11,751 

Grade  7 Officer  

Customs  and  Excise 

4,578 

Departmental  Clerical  Officer 

2,330 

* Scientific 

Senior  Principal  Scientific  Officer 

602 

Officer  Class 

Principal  Scientific  Officer 

1,611 

Senior  Scientific  Officer 

1,080 

Scientific  Officer  ... 

601 

442 


2,123 


46,480 


156,014 


3,894 
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443 

* Experimental 

Chief  Experimental  Officer 

246 

Officer  Class 

Senior  Experimental  Officer 

1,622 

Experimental  Officer 

4,033 

Assistant  Experimental  Officer  . . . 

1,644 

7,545 

*Scientific 

Senior  Assistant  ... 

1,173 

Assistant 

Assistant  ... 

4,374 

Class 

5,547 

Works  Group 

Senior  Grade 

1,047 

and 

Main  Grade  

2,332 

Associated 

Basic  Grade  

767 

Classes 

4,146 

M.O.D.  (Army) 

Engineer  I 

347 

Engineer  II  

731 

Engineer  III  

470 

1,548 

Inland  Revenue 

Senior  Valuer  ... 

290 

Valuer  Main  Grade  

768 

Valuer  

483 

1,541 

7,235 

Technical 

Grade  A 

504 

Classes 

Grade  B 

946 

Grade  I 

4,657 

Grade  II  

8,083 

Grade  III 

7,873 

22,063 

Drawing  Office 

A.  & E.  Chief  Draughtsman 

170 

Classes 

A.  & E.  Senior  Draughtsman  ... 

1,101 

A.  & E.  Leading  Draughtsman  ... 

2,823 

A.  & E.  Draughtsman  

3,092 

t Drawing  Office  Assistant 

681 

7,867 

f Tracers 

555 

555 

8,422 

Typing  Class 

Personal  Secretary  

2,890 

Shorthand  Typist  I and  II 

7,675 

Audio  Typist  

1,742 

Typist  Grades  I & II  

15,050 

27,357 

Machine  Grades 

Senior  Machine  Operators 

740 

Machine  Operators  

2,889 

Machine  Assistant  

2,302 

5,931 


t These  grades  may  not,  in  the  future,  be  included. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Number  of  classes  with  their  own  JP.R.U.  Surveys 


Telecommunica- 
tions Tech- 
nical Officers 

Grade  A 

Grade  B 

Grade  I 

Grade  II  ■ • • 

Grade  III 

3 

48 

196 

315 

654 

1,216 

Radio  Technicans  ...  

1,813 

1,813 

* Wireless  Staff 

Principal  Station  Radio  Officer  ... 
Senior  Station  Radio  Officer 
Station  Radio  Officer 
Asst.  Station  Radio  Officer 

Radio  Supervisor  

Radio  Operator  

10 

17 

35 

127 

397 

2,550 

3,136 

Instructional 
Officer  Class 

Grade  A 

Grade  B 

Grade  I 

Grade  II  

Grade  III 

Grade  IV 

Grade  V 

28 

14 

225 

27 

2,310 

131 

642 

3,377 

Messengers, 

Paperkeepers 

Officer  Keeper,  Grade  I 

Officer  Keeper,  Grade  II 
Officer  Keeper,  Grade  III 

Principal  Paperkeeper  

Chief  Paperkeeper 

Senior  Paperkeeper  

Paperkeeper  

Senior  Messenger  ... 

Messenger  

33 

72 

96 

3 

65 

528 

2,537 

1,278 

5,812 

10,424 

Cleaners 

Men  Cleaners  

Women  Cleaners 

814 

4,729 

5,543 

Process  and 
General 
Supervisory 
Grades 

Grade  I 

Grade  II  

Grade  III 

Grade  IV 

Grade  V 

20 

111 

287 

585 

186 

1,189 

Telephonists , 
General 
Service 

Supervisor  

Telephonist  

110 

2,271 

2,381 
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Number  of  classes  with  their  own  P.R.U.  Surveys 


photoprinting 

Class 


Printing  Office  Manager 

11 

Chief  Photoprinter  

39 

Assistant  Chief  Photoprinter 

111 

Photoprinter,  Grade  I 

780 

Photoprinter,  Grade  II  

871 

1,812 
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MEMORANDUM  No.  30 
submitted  by 

HER  MAJESTY’S  TREASURY 
October,  1967 


List  of  General  Service,  Linked  Departmental  and 
Departmental  Grades  for  which  there  is  formal 
Representation  in  the  non-industrial  Civil  Service 


The  information  is  divided  into  three  sections . 

Section  A — 

Section  A is  a list  of  all  staff  associations  which  are  formally  recognised 
in  the  Civil  Service,  together  with  the  numbers  in  the  grades  for  which  they 
are  recognised.  A(i)  lists  the  staff  associations  which  are  nationally  recognised 
as  representing  General  Service  or  Linked  Departmental  Grades.  Some  of 
them  are  also  recognised  as  representing  Departmental  grades,  and  the 
figures  include  the  relevant  staff  in  those  grades.  A(ii)  lists  those  associations 
having  formal  recognition  in  respect  of  Departmental  grades  only. 

Sections  B and  C break  down  the  figures  in  Section  A. 


Section  B 

Section  B shows  the  representation  of  the  General  Service  Classes  and 
Linked  Department  Grades.  It  lists  the  nationally  recognised  associations 
for  these  classes  and  grades  and  gives  the  numbers  employed  in  the  grades. 
The  information  regarding  numbers  employed  was  taken  in  nearly  all  cases 
from  the  Financial  Secretary’s  Memorandum  for  the  year  ending  31st  March, 
1968. 

Section  C 

Section  C shows  the  representation  of  the  Departmental  Grades.  Each 
Department  is  shown  in  turn.  The  Associations  recognised  for  each  Depart- 
mental grade  are  given  together  with  the  numbers  employed  in  each  grade. 
Some  of  these  associations  are  also  nationally  recognised  for  General  Service 
Classes  or  Linked  Departmental  Grades  and  thus  appear  in  both  Sections 
B and  C.  The  information  regarding  representation  and  numbers  in  post 
(all  figures  at  1st  April,  1967)  was  supplied  by  Departments  in  response  to  the 
circular  letter  of  7th  July,  1967,  a copy  of  which  is  attached.  Departmental 
grades  of  the  Post  Office  have  been  omitted  as  requested.  Many  very  small 
grades  are  unrepresented  and  these  do  not  appear  in  the  list.  This  section 
includes  grades  regarded  as  departmental  for  representational  purposes.  It 
may  include,  particularly  in  the  Higher  Civil  Service,  grades  which  are  regarded 
as  part  of  the  General  Service  class  for  management  purposes. 
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Section  A 

(i)  Staff  associations  representing  General  Service  or  Linked  Departmental 
Classes  and  therefore  having  national  recognition. 

(ii)  Staff  associations  representing  Departmental  grades  only. 


SECTION  A:  LIST  OF  RECOGNISED  STAFF  ASSOCIATIONS  IN 
THE  NON-INDUSTRIAL  CIVIL  SERVICE 
(i)  Staff  Associations  representing  General  Service  or  Linked  Departmental 
Classes  and  therefore  having  National  Recognition1 

Number  in  post 
in  grades  for 
which  Assn,  is 
recognised 


Association  of  First  Division  Civil  Servants  3,038 

Association  of  Government  Supervisors  and  Radio 

Operators  5 g42 

Civil  Service  Alliance  91  681 

Civil  Service  Clerical  Association  ...  ...  ...  84  793 

Civil  Service  Legal  Society  ’757 

Civil  Service  Union  ...  ...  ...  ...  ...  37  001 

Federal  Council  of  Departmental  Police  Associations  4,289 

Institution  of  Professional  Civil  Servants  77  310 

National  Association  of  Fire  Officers  218 

Society  of  Civil  Servants  52  963 

Society  of  Technical  Civil  Servants  8*685 


(ii)  Staff  Associations  representing  Departmental  Grades  only 


Army  Department  Retired  Officer’s  Association  ...  1,300 

Association  of  Board  of  Trade  Marine  Surveyors  ...  287 

Association  of  Grade  I Officers,  Ministry  of  Labour  ...  22 

Association  of  Her  Majesty’s  Inspectors  of  Schools  ...  531 

Association  of  Her  Majesty’s  Inspectors  of  Schools 

(Scotland)  j j2 

Association  of  Her  Majesty’s  Inspectors  of  Taxes  ...  2,180 

Association  of  Officers  appointed  under  the  Substitution 

Scheme  for  the  R.A.F.  75 

Association  of  Officers  of  the  Ministry  of  Labour  ...  5,452 

Association  of  Valuation  Office  Valuers  (Branch  of 

I.H.C.S.)  2,578 

Civil  Aviation  Constabulary  Association  ...  ...  229 

County  Courts  Officers  Association  5,248 

Customs  and  Excise  Chief  Preventive  Officers  Associa- 

tion  •••  160 

Customs  and  Excise  Controlling  Grade  Association  ...  198 

Customs  and  Excise  Federation  ...  ...  ...  5,075 


mimhfr.1  ,?„f  th  , Associations  are  also  recognised  for  some  Departmental  grades  and  the 
^-?-e  lattei  «rad?s  are  included  in  the  figures  shown  which  have  been 
arrived  at  by  the  addition  of  those  given  in  Sections  B and  C for  the  associations  concerned. 
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SECTION  A — continued 


Number  in  post 
in  grades  for 
which  Assn,  is 
recognised 


Customs  and  Excise  Investigation  Branch  Association 
Customs  and  Excise  Launch  Service  Association  . . . 

Customs  and  Excise  Preventive  Staff  Association  . . . 

Customs  and  Excise  Surveyor’s  Association  ...  ... 

Customs  and  Excise  Waterguard  Controlling  Grades 

District  Probate  Registrar’s  Association  (Band  of 
Society  of  Civil  Servants)  ...  •••  - 

Estate  Duty  Office  Association  (Branch  of  I.P.C.b.)  ... 
Exchequer  and  Audit  Department  Association  (Mem- 
bers subscribe  exclusively  to  Society  of  Civil  Servants) 

Inland  Revenue  Staff  Federation  

Judges  Clerks’  Association  

Mercantile  Marine  Service  Association  

Merchant  Navy  and  Airline  Officers  Association 

Merchant  Navy  Officers  Associations 

Ministry  of  Defence  Chief  Police  Officers  Association 
Ministry  of  Labour  Staff  Association  

Patent  Office  Examiners  Staff  Association 
Prison  Officers’ Association 

Procurator  Fiscal  Society  . . " ’ 

Society  of  Graphical  and  Allied  Trades  (Division  A I ... 
Society  of  Telecommuncation  Administrative  and 

Controlling  Officers  

Telecommunication  Traffic  Association 
Union  of  Shop  Distributive  and  Allied  Workers  ... 
Whitley  Council  for  the  Health  Service— Administra- 
tive, Clerical  Staffs  Council 

Whitley  Council  for  the  Health  Service— Ancillary 

Staffs  Council •; 

Whitley  Council  for  the  Health  Service— Nurses  and 
Midwives  Council  


17 

128 

2,917 

490 

62 

16 

514 

455 

31.763 
74 

4 

40 

2 

14 

19,874 

510 

10.764 
37 
40 

16 

29 

2 

46 

5 
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Section  B 

List  of  associations  which  have  national  recognition  in  respect  of  General 
Service  and  Linked  Departmental  Classes  and  the  grades  for  which  they  are 
recognised. 


SECTION  B:  LIST  OF  NATIONALLY  RECOGNISED  ASSOCIATIONS 
AND  THE  GRADES  FOR  WHICH  THEY  ARE  RECOGNISED 

Association  of  First  Division  Civil  Servants 


Administrative 


Grade 


Number  in  post 


Assistant  Principal  237 

Principal  1,080 

Assistant  Secretary  806 

Under  Secretary 262 

Deputy  Secretary  69 

Permanent  Secretary  (Joint  Permanent  Secretary  to  H.M. 

Treasury)  29 

Senior  Economic  Adviser  22 

Economic  Adviser  ...  ...  ...  ...  ...  ...  42 

Economic  Assistant  40 

Statistician 

Assistant  Statistician  ...  ...  ...  ...  ...  ...  45 

Statistician  128 

Chief  Statistician  37 


Association  Government  Supervisors  and  Radio  Operators 


Grade 


Number  in  post 


Museum  Technician  I j . . .,  ...  _.  _ . Tr  . 

Museum  Technician  Il/J0intly  Cml  Unton 

Process  and  General  Supervisory  Grades 
Grade  I 
Grade  II 
Grade  III 
Grade  IV 
Grade  V 

Radio  Technicians  (jointly  with  C.S.U.)  

Stores  Supervisory  Grades  (Civil  Service  Union  and  Societ; 
of  Telecommunications  Engineers  have  limited  nationa 
recognition) 

Grade  I 
Grade  II 
Grade  III 
Grade  IV 
Grade  V 


43 


20 

111 

287 

585 

186 

1,813 


37 

187 

194 

1,426 

837 
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SECTION  B— continued 

CIVIL  SERVICE  ALLIANCE1 
Grade 

Number  in  post 

Clerical  Assistant — 

55,6592 

Duplicator  Operator  Class 

Duplicator  Operator  Grade  II  \ 

1,439 

Duplicator  Operator  Grade  I / 

114 

Assistant  Supervisor  

34 

Supervisor 

10 

Chief  Supervisor 

Machine  Operator  Class 

2,302 

Machine  Assistant 

2,889 

740 

Machine  Operator 

Senior  Machine  Operator  

Personal  Secretary 

Personal  Secretary  

2,890 

315 

Senior  Personal  Secretary  

Typists 

Shorthand  Typist  Grade  I \ 

7,675 

Shorthand  Typist  Grade  11/ 

1,742 

Audio  Typist  

Typist  Grade  I \ 

15,050 

Typist  Grade  II  / 
Superintendent  of  Typists 

822 

Civil  Service  Clerical  Association 

Grade  Number  in  post 


Clerical  Class 

Clerical  Officer  ' — ; V 

Higher  Clerical  Officer  (jointly  with  Society  of  Civil  Servants) 


Teleprinter  Operators 

Teleprinter  Operator  

Specialist  Teleprinter  Operator  

Superintendent  of  Teleprinter  Operators 
Superintendent  of  Specialist  Teleprinter  Operators 


} 


76,343 

343 


183 

858 

40 


Civil  Service  Legal  Society 
Grade 


Number  in  post 


Legal  Class 

Legal  Assistant 

Senior  Legal  Assistant 

Assistant  Solicitor  

Principal  Assistant  Solicitor  

Higher  Directing  Staff  (i.e.  over  Principal  Assistant  Solicitor) 


216 

342 

136 

22 

27 


1 The  Civil  Service  Alliance  consists  of  the  Civil  Service  Clerical  Association,  the  lnla^ 
Revenue  Staff  Federation,  the  Ministry  of  Labour  Staff  Association  and  the  County 
Officers’  Association. 

2 Includes  Ministry  of  Labour,  Grade  7. 


i 
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Civil  Service  Union 
Grade 


Number  in  post 


Cleaners 

Male  Cleaner  (part-time)  \ 

Male  Cleaner  (full-time)  J 

Female  Cleaner  (part-time)  \ 

Female  Cleaner  (full-time)  J 

Instructional  Officers 
Grade  V ... 

Grade  IV  

Grade  III  

Grade  II 

Grade  I 

Grade  B 

Grade  A 

Laboratory  Attendants 

Museum  Technicians 

Museum  Technician  I \ Jointly  with  Association  of  Govt. 
Museum  Technician  II J Radio  Ops.  and  Supervisors 


Museum  Warders 
Museum  Warders  I 
Museum  Warders  II 
Museum  Warders  III  I 

Museum  Warders  IV  [ 

Museum  Warders  V 
Museum  Warders  VI  __ 

Museum  Warders  VII 

Messengers 
Messenger 
Senior  Messenger 
Office  Keeper 
Office  Keeper  I ... 

Office  Keeper  II  ... 

Office  Keeper  III  

Paperkeepers 
Paperkeeper 
Senior  Paperkeeper 
Chief  Paperkeeper 
Principal  Paperkeeper 

Photoprinters  (jointly  with  Post  Office  Engineering  Union) 
Photoprinter  Grade  II — Singleton  (one  process) 
Photoprinter — Singleton  (two  or  more  processes) 


814 

4,738 


642 

131 

2,310 

27 
225 

14 

28 
286 


43 


341 


396 


1,084 


5,812 

1,278 


33 

72 

96 


2,537 

528 

65 

3 


871 
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SECTION  B— continued 

Civil  Service  Union — continued 
Grade 


Printing  Office  Manager 
Photoprinter  Grade  I 
Assistant  Chief  Photoprinter 

Chief  Photoprinter  

Publications  Sales  Staff 
Publications  Salesman/Saleswomen  ... 
Head  Publications  Salesman/Saleswomen 
Radio  Technicians  (jointly  with  A.G.S.R.O.) 


Number  in  post 
11 
780 
111 
39 


44 

10 

1,813 


Reproduction  Class  B 

B IV  

B III  

B II  

B I 

Security  Officers 

Senior  Security  Officers  

Security  Officers 

Stores  Supervisory  Grades  ( limited  national  recognition  only) 

II  

III  

IV  

Non-G.P.O.  Telephonist  

Supervisor  of  Telephonists  

Chief  Supervisor  of  Telephonists 
Non-Industrial  Car  Drivers  


6 

53 

87 

59 


33 

323 


37 

187 

194 

1,426 

837 

2,272 

110 

37 


Federal  Council  of  Departmental  Police  Associations 

Grade  Number  in  post 


Departmental  Constabulary 

Superintendent  

Chief  Inspector  

Inspector  

Sub-Inspector  

Sergeant  ...  

Constable  ...  


23 

38 

113 

93 

745 

3,277 


Institution  of  Professional  Civil  Servants 

Grade 

Professional  Accountant 

Accountant  

Senior  Accountant  

Chief  Accountant  


Number  in  post 

27 

183 

82 
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SECTION  B — continued 

Institution  of  Professional  Civil  Servants — continued 

Grade  Number  in  post 


Assistant  Director  

23 

Director  

6 

Actuary 

Actuarial  Assistant  (unqualified)  

9 

Actuarial  Assistant  (qualified) 

— 

Assistant  Actuary  

8 

Actuary 

11 

Principal  Actuary  

4 

Draughtsmen  ( Architectural  and  Engineering) — -jointly 
the  Society  of  Technical  Civil  Servants 

with 

Draughtsmen  

3,092 

Leading  Draughtsmen 

2,823 

Senior  Draughtsmen  

1,101 

Chief  Draughtsmen  

170 

Draughtsmen  ( Cartographic  and  Recording) 

Cartographic  Assistant 

162 

Draughtsmen  

2,749 

Draughtsmen  (Higher  Grade) 

1,187 

Draughtsmen  (Senior  Grade) 

279 

Chief  Draughtsmen  

65 

Experimental  Officer 

Assistant  Experimental  Officer  ... 

1,644 

Experimental  Officer 

4,033 

Senior  Experimental  Officer 

1,622 

Chief  Experimental  Officer 

246 

Fire  Service  Officer  (jointly  with  National  Association  of  Fire 
Officers) 

Fire  Service  Officers  Grade  in') 

Fire  Service  Officers  Grade  II  >■  

Fire  Service  Officers  Grade  I J 
Senior  Fire  Service  Officer  \ 

169 

Chief  Fire  Service  Officer  f 

10 

Illustrators 

Assistant  Illustrator  

26 

Illustrator  

306 

Leading  Illustrator  

135 

Senior  Illustrator 

49 

Chief  Illustrator  ... 

8 

Librarian 

Librarian  IV  

105 

Librarian  III  

65 

Librarian  II  

22 

librarian  I 

8 
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SECTION  B— continued 

Institution  of  Professional  Civil  Servants  continued 

Grade  Number  in  post 


Medical  Officers 

Medical  Officer 

Senior  Medical  OfHr  r ... 

Principal  Medical  Officer 

564 

107 

47 

Photographer 
Assistant  Photographer  \ 

Photographer  J 

Senior  Photographer  

Principal  Photographer  ■ ■■  ■■■ 

Chief  Photographer  \ 

Superintending  Chief  Photographer  J 

352 

321 

110 

25 

Psychologist  Class 

Psychologist  

Senior  Psychologist  

Principal  Psychologist  ...  

Senior  Principal  Psychologist  

63 

34 

30 

6 

Reproduction  Class  A 

AV  

A IV  

A III  

A II  

A I 

80 

114 

118 

31 

13 

Research  Officers 
Assistant  Research  Officer 

Research  Officer  

Senior  Research  Officers 

108 

112 

85 

Scientific  Assistant 

Assistant  (Scientific)  

Senior  Assistant  (Scientific)  

4,374 

1,173 

Scientific  Officer 

Scientific  Officer 

Senior  Scientific  Officer  

Principal  Scientific  Officer  

Senior  Principal  Scientific  Officer 

Deputy  Chief  Scientific  Officer 

Chief  Scientific  Officer 

601 

1,080 

1,611 

602 

175 

67 

Technical  Works  Engineering  and  Allied  Classes 

Technically  

Technical  III  

Technical  II  

Technical  I 

Technical  “ B ” 

Technical  “ A ” 

98 

7,874 

8,083 

4,657 

946 

504 
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SECTION  B — continued 

Institution  of  Professional  Civil  Servants — continued 

Grade  Number  in  post 

Telecommunications  Technical  Officer 

III  654 

II  315 

I 196 

“ B ” 48 

“A”  3 

Works  Group 

Basic  Grade  ...  ...  ...  ...  ...  ...  ...  767 

Main  Grade  ...  ...  ...  ...  ...  ...  ...  2,332 

Senior  Grade  1,647 

Superintending  Grade 281 

Directing  Grade 121 

Conservation  Officers 1 

Senior  Conservation  Officer  18 

Conservation  Officer  30 

Assistant  Conservation  Officer 19 

Research  Assistants 

Senior  Research  Assistant  42 

Research  Assistant  Grades  I and  II  236 

Museum  Assistants 

Senior  Museum  Assistants  27 

Museum  Assistants  124 

Information  Officers 

Chief  Information  Officer  “ A ” 28 

Chief  Information  Officer  “ B ” • ...  27 

Principal  Information  Officer 88 

Senior  Information  Officer  231 

Information  Officer  453 

Assistant  Information  Officer 309 


National  Association  of  Fire  Officers 


Grade  Number  in  post 

Fire  Service  Officers  (jointly  with  Institution  of  Professional 
Civil  Servants) 

Fire  Service  Officers  Grade  III 
Fire  Service  Officers  Grade  II 
Fire  Service  Officers  Grade  I 
Senior  Fire  Service  Officers  \ 

Chief  Fire  Service  Officers  J 


^Figures  taken  from  the  Civil  Service  Central  Staff  Record  (not  given  in  the  Financial 
aecretaiy  s Memorandum  1967/8). 
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SECTION  B— continued 

Society  of  Civil  Servants 


Grade 

Number  in  post 

Higher  Clerical  Officer  (jointly  with  Civil  Service 

Clerical 

343 

Association)  ...  

Executive 

29,626 

Executive  Officer  

Higher  Executive  Officer/Staff  Officer  ... 

11,296 

Senior  Staff  Officer  \ 

3,792 

Senior  Executive  Officer  f 

Chief  Executive  Officer 

1,325 

329 

112 

Senior  Chief  Executive  Officer  

Principal  Executive  Officer  

Society  of  Technical  Civil  Servants 

Grade 


Drawing  Office  Assistant 


Number  in  post 
681 


Tracers 

Learner  Tracer  

Tracer  

Leading  Tracer  ... 

Head  Tracer  

Draughtsmen  ( Architectural  and  Engineering)  (jointly  with 
I.P.C.S.) 

Draughtsmen  

Leading  Draughtsmen 

Senior  Draughtsmen  

Chief  Draughtsmen  


19 

461 

62 

13 


3,092 

2,823 

1,101 

170 


Section  C 

List  of  Departmental  Grades  and  their  recognised  associations. 

SECTION  C:  LIST  OF  DEPARTMENTAL  GRADES  AND  THEIR 
RECOGNISED  ASSOCIATIONS 

Accountant  of  Courts  Department 
Society  of  Civil  Servants 
Grade 

Head  of  Department  


Number  in  post 
1 
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SECTION  C— continued 

Ministry  of  Agriculture,  Fisheries  and  Food 
Institution  of  Professional  Civil  Servants 

Grade  Number  in  post 

Director  Economics  and  Statistics  1 

Senior  Principal  Agricultural  Economist  2 

Principal  Agricultural  Economist  6 

Agricultural  Economist  11 

Chief  Veterinary  Officer  1 

Director  of  Field  Services  1 

Deputy  Director  of  Field  Services  ...  ...  ...  ...  4 

Regional  Veterinary  Officer  20 

Deputy  Regional  Veterinary  Officer  ...  ...  ...  ...  11 

Divisional  Veterinary  Officer 103 

Veterinary  Officer  302 

Marine  Superintendant  (A.H.) 1 

Senior  Technical  Assistant  ...  ...  ...  ...  ...  50 

Technical  Assistant  102 

Director  Veterinary  Laboratories  and  Veterinary  Investiga- 
tion Service  1 

Deputy  Director  Veterinary  Laboratories  and  Veterinary 
Investigation  Services  ...  ...  ...  ...  ...  1 

Deputy  Director  Veterinary  Laboratories  1 

Senior  Research  Officer  Grade  I 1 1 

Senior  Research  Officer  Grade  II  26 

Research  Officer  ...  ...  ...  ...  ...  ...  50 

Superintendent  Veterinary  Investigation  Officer  7 

Veterinary  Investigation  Officer  20 

Assistant  Investigation  Officer 49 

Farm  Manager  (A.H.) 1 

Deputy  Farm  Manager  2 

Veterinary  Research  Worker  1 

Chief  Technical  Officer  (ALD) 1 

Technical  Officer  (ALD)  8 

Assistant  Technical  Officer  (ALD)  ...  ...  ...  13 

Master  Superintendent  ...  ...  ...  ...  ...  1 

Master  3 

Fishing  Skipper  j 

Navigating  Officer  2 

Chief  Engineer  3 

Second  Engineer  ...  ...  ...  ...  2 

Chief  Horticultural  Marketing  Inspector  ...  ...  ...  1 

Assistant  Chief  Marketing  Inspector  ...  ...  ...  3 

Regional  Marketing  Inspector  ...  ...  1 1 

Assistant  Regional  Marketing  Inspector  ...  ...  ...  18 
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SECTION  C — continued 

Ministry  of  Agriculture,  Fisheries  and  Food-continued 
Institution  of  Professional  Civil  Servants— continued 

Grade  Number  in  post 

Senior  Marketing  Inspector  ... 

Horticultural  Marketing  Inspector 

Marketing  Officer  Grade  A 

Chief  Plant  Health  and  Seeds  Inspector 

Deputy  Plant  Health  and  Seeds  Inspector  ... 

Regional  Plant  Health  and  Seeds  Inspector  ...  • 

Assistant  Regional  Plant  Health  and  Seeds  Inspector 

Plant  Health  and  Seeds  Inspector  Grade  1 ... 

Plant  Health  and  Seeds  Inspector  Grade  11  ... 

Curator  (Kew  Botanic  Gardens)  ■■■ 

Assistant  Curator  (Kew  Botanic  Gardens)  ... 

Foreman  Gardener 

Supervisor  of  Studies  

Advisory  Service — N.A.A.S. 

Director 

Deputy  Director 

Senior  Adviser  


62 

71 

5 

1 

1 

7 

7 
25 
14 

1 

8 

23 

1 

1 

1 

7 


Advisory  Service — N.A.A.S. 

Regional  Director  

Chief  Livestock  Husbandry  Adviser  ... 

Deputy  Chief  Livestock  Husbandry  Adviser 

Chief  Dairy  Husbandry  Adviser  

Chief  Poultry  Husbandry  Adviser  

Director  of  Experiments  (Agriculture) 

Deputy  Regional  Director  

Chief  Mechanisation  Adviser 

Chief  Farm  Management  Adviser 

Adviser  Grade  I 

Adviser  Grade  II  

Adviser  Grade  III,  IVa,  IVb 

Adviser  Grade  A 

Adviser  Grade  B 

Farm  Manager  

Laboratory  Steward  

Sampler  Tester  

Foreman  Gardener  (Plant  Path.  Laboratory) 

Senior  Inseminator  

Inseminator  

Chief  Fatstock  Officer 

Deputy  Chief  Fatstock  Officer 


8 

1 
1 
1 
1 
1 

13 

1 

1 

203 

446 

1,081 

59 

139 

n 

68 

52 

1 

4 

30 

1 

2 
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SECTION  C — continued 

Ministry  of  Agriculture,  Fisheries  and  Food — continued 
Institution  of  Professional  Civil  Servants — continued 

Grade  Number  in  post 

Advisory  Service — N.A.A.S. — continued 

Regional  Fatstock  Officer  12 

Deputy  Regional  Fatstock  Officer  9 

Divisional  Fatstock  Officer  51 

Fatstock  Officer 224 

Fatstock  Assistant  242 

Checkweighman 43 

Calf  Certifying  Officer 112 

Senior  Drainage  and  W.S.  Officer  4 

Drainage  and  W.S.  Officer  Grade  I 42 

Drainage  and  W.S.  Officer  Grade  II 304 

Technical  Officer  (Systematic  Botany)  I 1 

Mechanical  Officer  (Systematic  Botany)  Grade  II  3 

Technical  Officer  (Systematic  Botany)  Grade  III  1 

Technical  Officer  (Systematic  Botany)  Grade  B 1 

Society  of  Civil  Servants 

Chief  Investigation  Officer  ...  ...  ...  ...  ...  1 

Investigation  Officer  ...  ...  ...  ...  ...  ...  16 

Chief  Inspector  (Sea  Fisheries)  1 

Deputy  Chief  Inspector  (Sea  Fisheries)  1 

District  Inspector  (Sea  Fisheries)  10 

Fishery  Officer  12 

Translator  ...  ...  ...  ...  ...  1 

Chief  Egg  Inspector  1 

Egg  Inspector  10 

Marketing  Officer  Grade  II  1 

Senior  Trade  Adviser  (part-time)  ...  ...  ...  ...  1 

Chief  Safety  Inspector  ...  ...  ...  ...  ...  ...  1 

Deputy  Chief  Safety  Inspector  .. . ...  ...  ...  ...  2 

Regional  Safety  Inspector  ...  ...  ...  ...  ...  8 

Departmental  H.E.0 31 

Field  Officer  Grade  I ...  ...  ...  ...  ...  ...  58 

Field  Officer  Grade  II 540 

Civil  Service  Union 

Storekeeper  ...  ...  ...  ...  ...  ...  ...  6 

Assistant  Storekeeper  6 

Sergeant-Constable  (Kew)  1 

Corporal  Constable  5 

Constable 34 
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SECTION  C— continued 

Ministry  of  Agriculture,  Fisheries  and  Food— continued 
Civil  Service  Union — continued 

Grade  Number  in  post 

Supervising  House  Steward  J 

House  Steward 

Cloakroom  Attendants  (including  part-time)  


Department  of  Agriculture  and  Fisheries  for  Scotland 
Institution  of  Professional  Civil  Servants 

Chief  Fatstock  Officer 

Area  and  District  Fatstock  Officer 
Fatstock  Officer  ... 

Fatstock  Assistant  

Checkweighman 

Chief  Inspector  (Directing  Grade)  

Deputy  Chief  Inspector  (Superintending  Grade)  

Senior  Inspector  (General  and  Special  Duties) 

Inspector  (General  and  Special  Duties) 

Assistant  Inspector  (General  and  Special  Duties) 

Chief  Inspector  (Agricultural  Wages  and  Safety)  

Deputy  Chief  Inspector  (Safety)  

Technical  Assistants  Grade  I 

Technical  Assistants  Grade  II 

Technical  Assistants  Grade  III  

Chief  Technical  Officer,  Crofters  Commission  

Technical  Development  Officer  

Chief  Agricultural  Economist  

Principal  Agricultural  Economist 

Agricultural  Economist  

Assistant  Agricultural  Economist  

Field  Officer  (Red  Deer  Commission)  

Foreman  Gardener  

Grazings  Officer  (Crofters  Commission)  

Chief  Marketing  Officer  

Senior  Marketing  Officer  

Marketing  Officer  

Assistant  Marketing  Officer  

Salmon  Inspector  

Marine  Superintendent 

Assistant  Marine  Superintendent  

Engineer  Superintendent  

Commander  

1st  Officer  

2nd  Officer  

Fishing  Mate  


1 

17 

68 

31 

7 

1 

3 

14 

38 

51 

1 

1 

12 

44 

119 

1 

1 

1 

3 

2 

1 

1 

1 

2 

1 

2 

5 

24 

1 

1 

1 

1 

9 

10 
10 
9 
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SECTION  C — continued 

Department  of  Agriculture  and  Fisheries  for  Scotland— continued 
Institution  of  Professional  Civil  Servants— continued 

Grade  Number  in  post 

Chief  Engineer  9 

2nd  Engineer  16 

Laboratory  Attendant 2 

Radio  Officer  1 

Society  of  Civil  Servants 

Deputy  Chief  Inspector  (Wages)  1 

Inspectors  (Agricultural  wages  and  safety)  9 

Chief  Inspector  of  Sea  Fisheries  1 

Deputy  Chief  Inspector  of  Sea  Fisheries  ...  1 

Inspector  of  Sea  Fisheries  ...  7 

Fishery  Officers 22 

Assistant  Fishery  Officers  22 

Association  of  Government  Supervisors  and  Radio  Operators 

Assistant  Stores  Officer  3 

British  Museum 
Civil  Service  Union 

Foreman  Houseman  1 

Deputy  Foreman  Houseman  1 

Leading  Houseman  ...  ...  ...  ...  4 

Houseman  33 

Foreman  Masons  Assistant  ...  ...  1 

Leading  Masons  Assistant  2 

Masons  Assistant  9 

Supervisory  Library  Assistant 18 

Library  Assistant  Grade  I 41 

Library  Assistant  Grade  II  55 

Institute  of  Professional  Civil  Servants 

Guide  Lecturer 2 

Association  of  First  Division  Civil  Servants 

Principal  Keeper 1 

Keeper  14 

Deputy  Keeper 19 

Assistant  Keeper  I and  II  107 

Cabinet  Office 
Society  of  Civil  Servants 

Retired  Officer  I 5 

Senior  Cypher  Superintendent 1 
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SECTION  C— continued 

Civil  Service  Commission 
First  Division  Association 

Grade  Number  in  post 

Senior  Assistant  Director  of  Examinations  4 

Assistant  Director  of  Examinations  | 

Assessor 


County  Courts  Branch,  Lord  Chancellor’s  Department 
County  Court  Officers’  Association 

Chief  Clerk  C.E.O.  

Chief  Clerk  S.E.O 

Chief  Clerk  Special  

Chief  Clerk  Grade  I 

Chief  Clerk  Grade  II  

Senior  Clerk  

Clerk  

Clerical  Assistant 

Typing  Grades  

Bailiff  

Usher  

Assistant  Auditor  (H.E.O.)  


2 

10 

67 

174 

279 

641 

1,674 

81 

515 

1,753 

45 

7 


Society  of  Civil  Servants 


Auditors  ... 


21 


H.M.  CUSTOMS  AND  EXCISE 
C.  & E.  Controlling  Grade  Association 

Collector,  London  Port 

Collector,  Liverpool  

Deputy  Chief  Inspector 

Principal  Inspector/Higher  Collector/Deputy  Collector 
Senior  Inspector/Collector/Senior  Assistant  Collector 
Inspector/Assistant  Collector 

C.  & E.  Surveyors  Association 


Surveyor 


C.  & E.  Federation 


Officer 


1 

1 

1 

33 

89 

73 


490 


5,075 


C.  & E.  Investigation  Branch  Association 

Deputy  Chief  Investigation  Officer  

Senior  Investigation  Officer  
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SECTION  C — continued 

H.M.  Customs  and  Excise— continued 
C.  & E.  Waterguard  Controlling  Grades  Association 

Grade  Number  in  post 

Deputy  Inspector  General  of  Waterguard  2 

Higher  Waterguard  Superintendent  5 

Inspector/Waterguard  Superintendent/Deputy  Waterguard 

Superintendent  ...  26 

Assistant  Inspector/Assistant  Waterguard  Superintendent  ...  29 

C.  & E.  Chief  Preventive  Officers  Association 

Chief  Preventive  Officer  jgO 

C.  & E.  Preventive  StafT  Association 

Preventive  Officer  j 720 

Assistant  Preventive  Officer  l'l97 

C.  & E.  Launch  Service  Association 

Mate-in-Charge  3g 

Engineer  Mechanic  3g 

Deckhand/Mechanic  Deckhand  5j 

Shipwright  

Society  of  Civil  Servants 

Departmental  Chief  Executive  Officer  1 

Departmental  Senior  Executive  Officer  24 

Departmental  Higher  Executive  Officer  77 

Departmental  Executive  Officer  793 

Land  Boundary  Special  Customs  Unit 

Chief  Control  Officer  ...  1 

Deputy  Chief  Control  Officer  _ 

Senior  Control  Officer  3 

Control  Officer 9 

Civil  Service  Clerical  Association 

Departmental  Clerical  Officer  2,347 

Woman  Search  Officer  ’ 21 
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SECTION  C— continued 

H.M.  Customs  and  Excise — continued 
Civil  Service  Union 
Grade 

Watcher/Watcher  Constable  

Coast  Preventive  Man 

Land  Preventive  Man  

Engineer  1st  class  ...  ; 

Storekeeper  and  Yard  Boatswain 

Superintendent  Warehouseman... 

Principal  Warehouseman  

Warehouseman 

Packer  

Institution  of  Professional  Civil  Servants 

Superintendent  Engineer 

Assistant  Superintendent  Engineer  

Engineer  Inspector  

Ministry  of  Defence  (Air  Force) 
Civil  Service  Union 

Miscellaneous  Instructors  (Gliding)  

Mess  Manager  


Number  in  post 
1,136 
169 
83 
8 
1 
1 
5 
9 
12 


1 

2 

4 


11 

37 


Institution  of  Professional  Civil  Servants 


C.M.P 

Radio  Met.  Technician  ... 
Marine  Superintendent  ... 
Senior  Nautical  Officer  ... 

Nautical  Officer 

Electronics  Officer  (OWS) 
Chief  Steward  (OWS)  ... 
Historian  Grade  II 
Senior  Model  Maker 

Model  Maker  

Education  Officer  B 

Lecturer 

Senior  Language  Instructor 
Language  Instructor  A ... 
Language  Instructor  B 
Language  Instructor  Chinese 
Educational  Psychologists 
Principal  Signals  Officer 

Signals  Officer  

Assistant  Signals  Officer 


50 

51 
1 

3 

4 

4 

5 
2 
2 

7 

37 

2 

2 

8 

4 

5 
1 
1 
2 
11 
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SECTION  C— continued 

Ministry  of  Defence  (Air  Force)— continued 
Institution  of  Professional  Civil  Servants— continued 

Grade  Number  in  post 

R.O.C.  whole-time  Observer  Captain  1 

R.O.C.  whole-time  Observer  Commd.  g 

R.O.C.  whole-time  Observer  Lieut 40 

R.O.C.  whole-time  Observer  Officer 35 

Security  Officer  II  (Outstations)  29 

Association  of  Government  Supervisors  and  Radio  Operators 

(Jointly  with  Merchant  Navy  and  Airline  Officers  Association) 

First  Officer  (OWS)  g 

Second  Officer  (OWS) 7 

Third  Officer  (OWS)  ” 6 

Chief  Engineer  (OWS) 4 

Second  Engineer  (OWS) g 

Third  Engineer  (OWS) 5 

Fourth  Engineer  (OWS)  g 

Mercantile  Marine  Service  Association 

Master  (OWS)  4 

Society  of  Civil  Servants 

Chief  Welfare  Officer  1 

Senior  Welfare  Officer  ...  ...  ...  ...  3 

Welfare  Officer  I .. . ...  ...  ...  ...  23 

Welfare  Officer  II  15 

Civil  Service  Clerical  Association 

Welfare  Assistant  4 

Association  of  Officers  Appointed  under  the  Substitution  Scheme  for 
the  R.A.F. 

Civilian  Substitution  Officer  III  3 

A.T.C.  Wing  Adjutant  49 

A.T.C.  Admin.  Officer  (Group  Capt.)  1 

A.T.C.  Admin.  Officer  Grade  1 9 

A.T.C.  Admin.  Officer  Grade  II  5 

A.T.C.  Admin.  Officer  Grade  III  8 

Ministry  of  Defence  Chief  Police  Officers  Association 

Chief  Constable 2 

Deputy  Chief  Constable  3 

Assistant  Chief  Constable  2 
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SECTION  C— continued 

Ministry  of  Defence  (Army  Department) 
Society  of  Civil  Servants 

Grade 


Intelligence  Officers  Grade  III 
Censors,  Deputy  Assistant  Censor  and 

Police  Advisers 

Liaison  Officers 

Frontier  Service  Officers 

Interpreters  “ A ” 


Assistant  Censor 


Labour  Management 

Chief  Labour  Management  Officer 

Assistant  Chief  Labour  Management  Officer 

Senior  Labour  Manager  

Labour  Manager 

Labour  Officer  

Labour  Officer  (Trainee)  


Group  Office 
Chief  Group  Officer 
Senior  Group  Officer 


Number  in  post 
64 
5 
5 
16 
18 
3 


1 

1 

9 

15 

28 

5 


10 

5 


Civil  Service  Clerical  Association 

Group  Officer  

Group  Office  Assistant 


Civil  Service  Union 

Catering  Supervisors  Grade  I 

Frontier  Post  Guards  ...  

Supervisors  (Admin.)  

First  Aid  Attendants  

Medical  Board  Assistants  

Housekeepers  in  QARANC  messes  and  O.R.  billets 

Medal  Issuers  

Comcan  Technicians  

Regimental  Sergeant-Major  (Duke  of  Yorks  and  Queen 

Victoria  Schools)  

Assistant  for  Weapon  Training  (Queen  Victoria  School) 
Tailors  

Telecommunication  Operators 

Supervisor  “ A ” 

Supervisor  “ B ” 

Operators 

Security  Guards  B.A.O.R. 

Grade  I 

Grade  II 

Grade  III  


3 

20 

2 

73 

15 

10 

3 

100 

2 

1 

2 

10 

37 

251 

1 

1 

41 
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467 


Ministry  of  Defence  (Army  Department)— continued 
Civil  Service  Union — continued 

Grade  Number  in  post 

Chef  Instructor  Grade  I g 

Chef  Instructor  Grade  II  ' 21 

Chef  Instructor  Grade  III  

Chef  Grade  I 2 

Chef  Grade  II  „ 

Chef  Grade  III " " ' 2 

Survey  Storeman  Grade  III  6 

Survey  Storeman  Grade  IV  3 


Institution  of  Professional  Civil  Servants 


Security  Officers  (Investigating)  

Security  Officers  (Physical)  

Photographic  Interpreters  

Work  Study  Officers  

Occupational  Health  Nursing  Service 

(Royal  College  of  Nursing  also  recognised  for  their  grades) 

Map  Research  Officer  Class  

Division  Officer  Class  I-V  

British  Forces  Broadcasting  Service  

Engineers 

Technician  Assistant  

Technician  Assistant  III  

Technician  Assistant  II 

Technician  Assistant  I 

Assistant  Director  

Director  ... 

Academic  Staff  at  Royal  Military  College  of  Science 

Director  of  Studies,  R.M.A.  Sandhurst  

Lecturing  Staff,  R.M.A.  Sandhurst  

Teaching  Staff,  Welbeck  College  

R.C.T.  Fleet 

Fleet  Superintendent  ...  ...  ...  ...  ® 

Master  Superintendent  ... 

Master 

Engineer  1st  Class  

Engineer  2nd  Class  

Mate 


82 

11 

10 

24 

89 

42 

2 

107 


755 

88 

1 

76 

16 

1 

2 

6 

1 

2 

16 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Staff  Association  Representation 


468 

SECTION  C— continued 

Ministry  of  Defence  (Army  Department)— continued 
Institution  of  Professional  Civil  Servants— continued 

Grade  Number  in  post 


Tels.  Group  B.A.O.R 

Controller  

Deputy  Controller  

Assistant  Controller  

Deputy  Assistant  Controller  

Technician  Assistant  I 

Technician  Assistant  II 

Catering  Manager  Grade  I 

Catering  Manager  Grade  It  

Catering  Manager  Grade  III  

Catering  Manager  Grade  IV  

Language  Instructor  Senior  

Language  Instructor  Basic 

Ground  Superintendents  (Home  Commands) 

Society  of  Technical  Civil  Servants 

Drawing  Office  Managers  

Army  Department  Retired  Officers  Association 

Retired  Officers 


1 

2 

4 

3 

4 
12 

5 
7 

10 

10 

1 

10 

4 


2 


1,300 


Ministry  of  Defence  (Navy  Department) 

Institution  of  Professional  Civil  Servants 

Boom  Defence  and  Salvage  Officers  Grades  I and  II  ...  12 

Assistant  Boom  Defence  and  Salvage  Officers 

Master — Cable  Ship  Officer  

Chief  Officer  

Second  Officer  

Third  and  Fourth  Officer  

Chief  Engineer  

Third  and  Fourth  Engineer  

Radio  Officer  

Area  Catering  Manager  

Catering  Manager  Grade  1/Hostel  Manager  “ A ’ 

Catering  Manager  Grade  1 1/ Hostel  Manager  “ B 


Catering  Manager  Grade  Ill/Deputy  Hostel  Manager  ...  12 

Catering  Manager  Grade  lV/Assistant  Hostel  Manager  ...  22 

Catering  Adviser  to  the  D.  of  V.  ...  ...  ...  ...  1 

Assistant  Manager  RNPF  Caerwent  Chemist  (Senior  Grade)  1 

Chemist  in  charge  (Main  Grade)  7 
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SECTION  C — continued 

Ministry  of  Defence  (Nayy  Department)— continued 
Institution  of  Professional  Civil  Servants — continued 

Grade  Number  in  post 

Chemist  (Basic  Grade)  5 

Principal  Chief  Hydrographic  Officer  15 

Civil  Hydrographic  Officer  22 

Civilian  Intelligence  Officer  3 

Superintendent  of  Degaussing 1 

Assistant  Superintendent  of  Degaussing  1 

Deputy  Superintendent  of  Degaussing 2 

Principal  Degaussing  Officer  6 

Senior  Degaussing  Officer  15 

Degaussing  Officer  15 

Health  Physicist,  Senior  Grade  6 

Health  Physicist,  Main  Grade  ...  

Health  Physicist,  Basic  Grade 

Ex-Officers  employed  on  Page  28  of  the  Navy  List  Terms  ...  10 

Historians  3 

Illustrator  Manager  1 

Head  of  Department — Dartmouth  6 

Senior  Lecturer — Dartmouth  ...  36 

Principal  Lecturer — Greenwich  1 

Senior  Lecturer — Greenwich  ...  10 

Lecturer — Greenwich  11 

Deputy  Marine  Superintendent...  1 

Assistant  Marine  Engineer  Superintendent  RFA  4 

Civilian  Operating  Room  Assistants 12 

Head  Pharmacist  1 

Superintending  Pharmacist  4 

Senior  Pharmacist  ...  ...  5 

Pharmacist  1 

Senior  Surgery  Assistants  16 

Principal  Moorings  Officer  1 

Senior  Moorings  Officer  1 

Moorings  Officer  2 

Inspector  of  Naval  Ordnance  Grade  “ A ” 5 

Inspector  of  Naval  Ordnance  Grade  “ B ” 24 

Inspector  of  Naval  Ordnance  Grade  “ C ” 15 

Naval  Weapons  Production  Overseer  1 

Officer-in-charge  South  Coast  of  England  Survey  I 

Patent  Officer  (Principal  and  Senior) 3 

Senior  Shipping  Master  (DGD  and  M)  

Marine  Adviser 1 
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SECTION  C— -continued 


Ministry  of  Defence  (Navy  Department) — continued 
Institution  of  Professional  Civil  Servants— continued 

Grade  Number  in  post 


Shipping  Master  

Master  (Higher  Scale)  PAS  

Master  PAS  

Mate  PAS  

Chief  Engineer  PAS  

1st  Class  Engineer  (Higher  Scale)  

1st  Class  Engineer  

2nd  Class  Engineer  

Senior  Pilot  

Master  of  Shipping  

Constructor  

Chief  Constructor  

Assistant  of  Naval  Construction  

Director  of  Naval  Construction 
Deputy  Director  of  Naval  Construction 

Assistant  Constructor  

Probationary  Assistant  Constructor  

Electrical  Engineer  and  Mechanical  Engineer 
Senior  Assistant  Engineer  and  Mechanical  Engineer 
Assistant  Engineer  and  Mechanical  Engineer 
Probationary  Assistant  Engineer  and  Mechanical  Engineer 

Technical  Assistant  Films  

Senior  Work  Study  Officer  

Assistant  Divisional  Officer  

Works  Supervisors  (Hydrographic)  Grade  It 

Works  Supervisors  Grade  III 

Works  Supervisors  Grade  IV  

Civilian  Diving  Officer  

Director  of  Weapons  (Compass) 

Deputy  Director  of  Weapons  (Compass) 

Director  of  Dockyards 

Deputy  Director  of  Dockyards  

Assistant  Director  of  Dockyards  

Assistant  Director  of  Mechanical  Engineering 
Deputy  Director  of  Mechanical  Engineering  ... 

Mechanical  Engineer  

Assistant  Mechanical  Engineer  

Superintending  Mechanical  Engineer  ... 

Assistant  Electrical  Engineer  

Electrical  Engineer  

Superintending  Electrical  Engineer  

Assistant  Director  of  Electrical  Engineering 


6 

35 

81 

141 

3 

28 

75 

135 

1 

1 

118 

55 

22 

2 

4 
34 
24 
97 

7 

49 

20 

1 

1 

1 

3 

2 

3 

3 
1 
1 
1 
1 

5 

4 
3 

48 

14 

9 

34 
91 

35 
11 
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SECTION  C — continued 

Ministry  of  Defence  (Navy  Department) — continued 
Institution  of  Professional  Civil  Servants — continued 


Grade 

Number  in  post 

Deputy  Director  of  Electrical  Engineering  

3 

Deputy  Director  General  Ships  

9 

Assistant  Director  General  Ships  

24 

Society  of  Technical  Civil  Servants 

Chart  Supply  Officer  

9 

Senior  Chart  Depot  Assistant  ...  

17 

Chart  Depot  Assistant 

53 

Drawing  Office  Manager  ...  

3 

Society  of  Civil  Servants 

Welfare  Workers  

6 

Civil  Service  Union 

Chef  1 

5 

Chef  II  

5 

Senior  Courier  

1 

Courier  

10 

Association  of  Government  Supervisors  and  Radio  Operators 


Assistant  Inspector  of  Naval  Ordnance  (Civil,  Non-Mechani- 
cal)   1 

Temporary  Women  Supervisors  3 

Union  of  Shop  Distributive  and  Allied  Workers 

Chief  Dental  Technician  1 2 

Maxillo — Facial  Technician  5 

Dental  Technician  in  charge  ...  6 

Dental  Technician  16 

Merchant  Navy  Officers  Association 

Marine  Engineer  Superintendent  (New  style)  1 

Deputy  Marine  Engine  Superintendent  1 

Ministry  of  Defence  Chief  Police  Officers  Association 

Chief  Constable 1 

Deputy  Chief  Constable  1 

Assistant  Chief  Constables  5 
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SECTION  C— continued 

Ministry  of  Defence — Central  Staffs 
Institution  of  Professional  Civil  Servants 

Grade  Number  in  post 

Intelligence  Officer  •••  — ^ 

Intelligence  Officer  (Foreign  Documents  Research) 25 

Joint  Intelligence  Research  Officer  ^8 

193 


Society  of  Civil  Servants 


Translators 


I.P.C.S./S.C.S. 

(depending  on  work  content  of  post) 
Retired  Officer  


Department  of  Education  and  Science 
Association  of  Her  Majesty’s  Inspectors  of  Schools 

Senior  Chief  Inspector 

Deputy  Senior  Chief  Inspector  

Chief  Inspectors 

Divisional  Inspectors  

Staff  Inspectors 

H.M.  Inspectors  


17 


66 


1 

1 

6 

10 

62 

451 


Civil  Service  Legal  Society 

Legal  Adviser  

Institution  of  Professional  Civil  Servants 

Library  Advisers 

Chief  Architect 

Director  Cost  Investigation  Unit  

Deputy  Director  Cost  Investigation  Unit  

Cost  Accountant  

Assistant  Cost  Accountant  

Senior  Catering  Advisers  

Catering  Advisers  

Furniture  Designers  

Audio-Visual  Aids  Assistants 
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SECTION  C — continued 

Department  of  Education  and  Science — continued 
Institution  of  Professional  Civil  Servants — continued 

Grade  Number  in  post 

Laboratory  Superintendent  1 

Assistant  Restorer  I 1 

Restorer  II  ...  •••  ...  1 

Restorer  I 3 

Civil  Service  Union 

Chief  Manual  Attendants  2 

Cloakroom  Attendants  (Female)  6 

Cloakroom  Attendants  (Male) 5 

House  Stewards 10 

Object  Cleaners  22 

Association  of  Government  Supervisors  and  Radio  Operators 

Chief  Warehouseman  and  Foreman  Packer  1 

Museum  Packer 2 

Museum  Packer  I 7 

Exchequer  and  Audit  Department 
The  Department  Association  and  the  Society  of  Civil  Servants 

Secretary 1 

Deputy  Secretary  1 

Directors  of  Audit  

Deputy  Directors  of  Audit  ...  17 

Senior  Auditors 65 

Special  Auditors  61 

Auditor/Assistant  Auditors  301 

Ministry  of  Health 

Institution  of  Professional  Civil  Servants 

Chief  Welfare  Officer  1 

Deputy  Chief  Welfare  Officers  2 

Welfare  Officers ^5 

Inspector  of  Blind  Welfare  ...  1 

Chief  Dental  Officer  j 

Deputy  Chief  Dental  Officer  1 

Senior  Dental  Officers 2 
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SECTION  C— continued 

Ministry  of  Health — continued 
Institution  of  Professional  Civil  Servants-^ontinued 

Grade  Number  in  post 


Dental  Officers  

Chief  Nursing  Officer  ...  

Deputy  Chief  Nursing  Officers 

Mental  Nursing  Officers 

Hospital  Nursing  Officers 

Public  Health  Nursing  Officers 

Laundry  Engineers  

Food  Hygiene  Advisory  Officer 

Public  Health  Advisory  Officer  

Ambulance  Adviser  

Deputy  Ambulance  Adviser  ...  

Chief  Adviser  on  Hospital  Domestic  Management 
Advisers  on  Hospital  Domestic  Management 
Chief  Adviser  on  Catering  and  Dietetics  ... 
Deputy  Chief  Adviser  on  Catering  and  Dietetics 

Advisers  on  Catering  and  Dietetics  

Departmental  Technical  Officers  I 
Departmental  Technical  Officers  II 


32 

1 

2 

2 

10 

13 
2 
1 
1 
1 
1 
1 
5 
1 
1 
5 

14 
19 


Civil  Service  Union 


Senior  Eye  Fitter 
Leading  Eye  Fitters 
Eye  Fitters 
Eye  Makers 


Home  Office 

Institution  of  Professional  Civil  Servants 

Inspector  of  Fire  Service  

Asst.  Insp.  of  Fire  Service  

2nd  Inspector  of  Explosives  

Inspector  of  Explosives 

Bottling  Manager  (Carlisle  S.M.D.)  

Head  Brewer  (Carlisle  S.M.D.) 

Assistant  Brewer  (Carlisle  S.M.D.)  

Matron  Housekeeper  

Senior  Wireless  Engineer  

Regional  Wireless  Engineer  

Chief  Wireless  Technician  

Catering  Officer  Grade  I 


1 

6 

14 

13 


7 

8 

6 

1 

1 

2 

15 

4 

14 

27 

11 


a 
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SECTION  C — continued 

Home  Office — continued 

Institution  of  Professional  Civil  Servants — continued 

Grade  Number  in  post 

Catering  Officer  Grade  II  ...  ...  ...  3 

Catering  Officer  Grade  III  1 

Assistant  Catering  Adviser  1 

Catering  Adviser  1 

Commandant — Civil  Defence  Schools  3 

Asst.  Instructor — Civil  Defence  Schools  ...  14 

Senior  Asst.  Instructor — Civil  Defence  Schools  4 

Instructor — Civil  Defence  Schools  12 

Senior  Instructor — Civil  Defence  Schools  5 

Chief  Instructor  and  Deputy  Commandant — Civil  Defence 

Staff  College  1 

Inspector — Dangerous  Drugs  Inspectorate  2 

Deputy  Chief  Inspector — Dangerous  Drugs  Inspectorate  ...  1 

Chief  Inspector — Dangerous  Drugs  Inspectorate  1 

Inspector — Grade  II — Children  and  Probation  40 

Inspector — Grade  I — Children  and  Probation  44 

Inspector — Old  Style — Children  and  Probation  1 

Deputy  Principal  Probation  Inspector  1 

Principal  Probation  Inspector 1 

Superintending  Inspector  (Children’s  Dept.  Case  Inspectorate)  7 

Deputy  Chief  Inspector  (Children’s  Dept.  Case  Inspectorate)  2 

Demonstrator — Civil  Defence  College  3 

Civil  Service  Union 

Non-Industrial  Hotel  Managers — Carlisle  S.M.D 12 

Non-Industrial  Public  House  Managers— Carlisle  S.M.D.  ...  23 

Senior  Wireless  Technician  53 

Wireless  Technician  204 

Society  of  Civil  Servants 

Immigration  Officer  580 

Chief  Immigration  Officer  54 

Inspector — Immigration  Service  13 

Asst.  Chief  Inspector — Immigration  Service 4 

Asst.  Chief  Training  Officer  3 

Quartermaster,  Fire  Service  Training  Centre 1 

Secretary  (Head  of  Civil  Staff)  ...  1 

Senior  Chief  Managing  Clerk— Legal  Department 1 

Chief  Managing  Clerk— Legal  Department 5 

Senior  Managing  Clerk— Legal  Department  11 
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SECTION  C— continued 

Home  Office— continued 

Society  of  Civil  Servants — continued 

Grade  Number  in  post 

. . 11 

Managing  Clerk ...  • 

Registrar j 

Asst.  Registrar  


Telecoms  Traffic  Association 

Asst.  Communications  Officer 

Communications  Officer...  

Senior  Communications  Officer  

Chief  Communications  Officer 

Civil  Service  Clerical  Association 

Assistant  Clerk  Storekeeper  

Clerk  Storekeeper  — 

Assistant  Supervisor  (State  Management  District,  Carlisle) 

Law  Clerks  


Prison  Officers  Association 


Chief  Officer  I 

Chief  Officer  II 

Principal  Officer 

Borstal  Matron 

Prison  Officer:  Basic  Grade  

Senior  Foreman  of  Works  

Foreman  of  Works  ...  

Engineer  Class  I 

Engineer  Class  II  

Temporary  (Prison)  Officer  (including  part-timers  as  1) 
Night  Patrol  (including  part-timers  as  1)  

Storeman  

Assistant  Storeman  

Senior  Principal  Sister  ...  

Principal  Sister 

Senior  Sister  

Sister:  Full-time 

Sister:  Part-time  

Enrolled  Nurse:  Full-time  

Enrolled  Nurse:  Part-time  

Nursing  Auxiliary:  Full-time 

Nursing  Auxiliary:  Part-time 


45 

123 

678 

44 

7,0971 

12 

30 

57 

129 

381 

4691 

188 

33 

1 

4 

16 

55 

11 

6 

2 

9 
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Home  Office — continued 
Institution  for  Professional  Civil  Servants 

Grade 

Chief  Farms  and  Gardens  Officer  

Senior  Farms  and  Gardens  Officer  

Farms  and  Gardens  Officer  

Farm  Manager  I ~| 

Farm  Manager  II  V 

Farm  Manager  III J 

Chaplain  General  of  Prisons  

Assistant  Chaplain  General  of  Prisons  

Chaplain  (Church  of  England):  Full-Time  

Chaplain  (Church  of  England):  Part-Time  

Senior  Vocational  Training  Officer  

Vocational  Training  Officer  

Master  Tailor  

Psychological  Testers  

Physical  Education  Organiser  

Assistant  Physical  Education  Organiser  

Social  Worker  

Principal  Bio-Chemist 

Medical  Laboratory  Technician^ 

Senior  Technician  I J 

Senior  Social  Worker 
Social  Worker 
Social  Work  Assistant 

At  1.4.67.  The  above  grades  were  known  as: 

Psychiatric  Social  Worker  ...  

Social  Worker  in  a Psychiatric  Department 
Chief  Pharmacist : IV' 

Chief  Pharmacist : III 

Chief  Pharmacist  : II  9- 

Chief  Pharmacist : I 

Senior  Pharmacist 

Pharmacy  Technician:  I 

Pharmacy  Technician:  II 

At  1.4.67.  The  above  grades  were  known  as: 

Dispensing  Assistant : Qualified  

Dispensing  Assistant : Not  Qualified  


477 


Number  in  post 

1 

1 

5 

19 

1 

1 

32 

77 

1 

1 

1 

16 

1 

1 

26J 

1 

1 


3 

1 

13 


1 

1 


Society  of  Civil  Servants 

Chief  Director  1 

Director : Prison  Administration  1 

Director:  Borstal  Administration  1 

Assistant  Director  10 
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SECTION  C— continued 

Home  Office — continued 
Society  of  Civil  Servants— continued 
Grade 

Governor : Class  I 

Governor:  Class  II  •••  

Governor : Class  III  

Assistant  Governor : Class  I 
Assistant  Governor : Class  II  

Ministry  of  Housing  and  Local  Government 
Institution  of  Professional  Civil  Servants 

Investigator  

Senior  Investigator  

Principal  Investigator  

Chief  Investigator  

Chief  Inspector  of  Audit  

District  Auditor  ...  

Deputy  District  Auditor ... 

Senior  Assistant  District  Auditor  

Audit  Examiner 

Assistant  District  Auditor 

Appeals  Inspector  

Research  Student 

Model  Designer 

Assistant  Model  Designer  

Modellers  Assistant  

Air  Photographic  Officer  

Chief  Housing  Planning  Inspector  

Deputy  Chief  Housing  Planning  Inspector  

Principal  Supervising  Inspectors  

Senior  Housing  and  Planning  Inspectors  

Housing  and  Planning  Inspectors 

Chief  Alkali  Inspector 

Deputy  Chief  Alkali  Inspector 

District  Alkali  Inspector  

Alkali  Inspector 


Central  Office  of  Information 
First  Division  Association 

Controller  

Institution  of  Professional  Civil  Servants 

Chief  Press  Photographer  

Press  Photographer  

Chief  Sound  Recordist 
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Number  in  post 
15 
33 
63 
65 
186 


7 

1 

1 

1 

16 

17 

69 

80 

112 

11 

3 

1 

31 

1 


1 

1 

21 

88 

40 

1 

2 

12 

11 


2 


7 

1 

1 
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SECTION  C — continued 

Central  Office  of  Information — continued 
Institution  of  Professional  Civil  Servants — continued 

Grade  Number  in  post 

Sound  Recordist  ...  4 

Maintenance  Engineer 7 

Assistant  Maintenance  Engineer  — 

Technical  Operator  7 

Telecommunications  Officer  (COI)  1 

Studio  Assistant  ...  ...  ...  ...  4 

Inland  Revenue 

Association  of  H.M.  Inspectors  of  Taxes 

Senior  Principal  Inspector  31 

Principal  Inspector  133 

Senior  Inspector  577* 

Inspector  (Higher  Grade)  818* 

Inspector 621* 

The  Chief  Inspector  of  Taxes  and  the  two  Deputy  Chief 
Inspectors  do  not  belong  to  any  staff  association. 

* Balance  represented  by  I.R.S.F.  (see  below). 

Inland  Revenue  Staff  Federation 

Senior  Inspector  3f 

Inspector  (Higher  Grade)  94 

Inspector 2,057 

Tax  Officer  (Higher  Grade)  6,314 

Tax  Officer  15,387 

Assistant  Accountant  General 3f 

Principal  Collector  16 

Regional  Collector  ...  ...  ...  ...  40 

Senior  Collector 129 

Collector  (Higher  Grade)  241 

Collector 464 

Senior  Assistant  Collector  637 

Assistant  Collector  3,458 

Valuation  Clerk  (Higher  Grade)  451 

Senior  Valuation  Clerk 411 

Valuation  Clerk 2,058 

t Total  complement  is  four,  one  being  represented  by  Society  of  Civil  Servants. 

Estate  Duty  Office  Association  (Branch  of  Institution  of 
Professional  Civil  Servants) 

Controller  of  Death  Duties  1 

Registrar  of  Death  Duties  (Scotland)  1 

Deputy  Controller  of  Death  Duties  2 
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SECTION  C— continued 

Inland  Revenue— continued 

Estate  Duty  Office  Association  (Branch  of  Institution  of  Professional 
Civil  Servants)— continued 

Grade  Number  in  post 

Deputy  Registrar  of  Death  Duties  (Scotland) 

Assistant  Controller  of  Death  Duties 

Chief  Examiner 

Senior  Examiner 

Examiner  

Assistant  Examiner  


1 

9 

59 

164 

79 

198 


Association  of  Valuation  Office  Valuers  (Branch  of 
Institution  of  Professional  Civil  Servants) 


Chief  Valuer  

Deputy  Chief  Valuer  

Assistant  Chief  Valuer 

Superintending  Valuer 

1st  Class  Valuer 

Senior  Valuer  

Valuer  (Main  Grade)  

Regional  Building  Surveyor 

Valuer  

Temporary  Valuer 

Cadet  Valuer  ...  

Temporary  Mining  Assistant  ... 
Temporary  Valuation  Assistant 


2 

2 

9 

37 

292 

289 

791 

11 

481 

226 

276 

3 

159 


Society  of  C 


vil  Servants 


Accountant  General  

Deputy  Accountant  General  

Assistant  Accountant  General 

Director  of  Stamping  

Deputy  Director  of  Stamping  

Inspector  

1st  Class  Superintendent  

2nd  Class  Superintendent  

* Total  complement  is  4,  three  being  represented  by  the  Inland  Revenue 


1 

1 

1* 

1 

1 

1 

4 

13 

Staff  Association. 


Civil  Service  Clerical  Association 

3rd  Class  Superintendent  

Stamping  Officer 

Assistant  Stamping  Officer  

Woman  Superintendent 

Senior  Woman  Teller  

Woman  Teller  


6 

99 

5 

1 

20 

52 
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SECTION  C — continued 

Inland  Revenue — continued 
Institution  of  Professional  Civil  Servants 

Grade  Number  in  post 

Senior  Technical  Adviser  1 

Technical  Adviser  1 

Senior  Assessor 7 

Assessor 23 

Ministry  of  Labour 
Association  of  Grade  I Officers 

Grade  I 22 

Association  of  Officers  of  the  Ministry  of  Labour 

Cadets  22 

Grade  II 106 

Grade  III  343 

Grade  IV  1,115 

Grade  V (Jointly  with  M.O.L.  Staff  Association)  3,861 

Welfare  Recreational  Officers 5 

Civil  Service  Clerical  Association 

Grade  6 (Jointly  with  M.O.L.  Staff  Association)  974* 

(Headquarters 

Staff) 

Civil  Service  Union 

Instructional  Officers  (G.T.C’s,  I.R.U’s  etc.) 790 

Institution  of  Professional  Civil  Servants 

Factory  Inspectors  500 

Technical  Nursing  Officers  5 

Training  Service  Officers  128 

Training — within  Industry  Trainers  31 

Vocational  Officers  (Occupational  Therapists)  25 

Ministry  of  Labour  Staff  Association 

Blind  persons  resettlement  Officers  6 

Branch  Managers  17 

Grade  5 (Jointly  with  Association  of  Officers  of  M.O.L.)  ...  3,861 

(as  above) 

Grade  6,  7 (Jointly  with  Civil  Service  Clerical  Association)  8,990* 

(Regional  Staff) 

•The  C.S.C.A.  accepts  members  from  only  H.Q.  Staff.  M.L.S.A.  accepts  members  only 
from  M.O.L.  regions. 
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SECTION  C — continued 

H.M.  Land  Registry 
Civil  Service  Clerical  Association 

Grade 

Plans  Branch  Assistants 


Number  in  post 
617 


Institution  of  Professional  Civil  Servants 

Assistant  Superintendents 

Superintendent  ... 

Senior  Superintendent  ... 

Deputy  Chief  Superintendent  ...  " 

Chief  Superintendent  ... 


158 

71 

23 

1 

1 


London  Museum 

Association  of  First  Division  Civil  Servants 

Assistant  Keeper  Grade  I ■■■  


Lord  Advocates  Department 
Civil  Service  Legal  Society 


rwntv  l ppal  Secretary  and  Parliamentary  Draftsmen 


2 


1 

3 

2 


Lord  Chancellors  Office 
House  of  Lords 

Civil  Service  Clerical  Association 

Third  Class  Clerks  \ 

Clerical  Officers  (Examiners)/ 


Civil  Service  Union 

Attendants 
Senior  Attendants 
Ushers 

Office  Assistants 

Society  of  Civil  Servants 

Second  Class  Clerks  and  above  

Judges  Clerks  Association  and  Society  of  Civil  Servants 

(Jointly)  Judges  Clerks 
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SECTION  C — continued 


National  Gallery 

Association  of  First  Division  Civil  Servants 


Grade 

Number  in  post 

Director 

1 

Keeper  

1 

Deputy  Keeper 

2 

Assistant  Keeper  I 

1 

Assistant  Keeper  II  

1 

Institution  of  Professional  Civil  Servants 

Scientific  Adviser  

1 

Chief  Restorer  

1 

Restorer  I 

1 

Assistant  Restorer  I 

3 

Assistant  Restorer  II  

1 

National  Galleries  of  Scotland 
First  Division  Association 

Director 

1 

Institution  of  Professional  Civil  Servants 

Chief  Restorer  

1 

National  Library  of  Scotland 
First  Division  Association 

Librarian 1 

Keepers  4 

Deputy  Keepers 3 

Assistant  Keepers  I and  II  17 

Institution  of  Professional  Civil  Servants 

Senior  Assistants  3 

Assistants 21 


Civil  Service  Union 

Library  Assistants  I and  II  

Attendants  

Porters  


National  Museum  of  Antiquities  of  Scotland 
First  Division  Association 


Keeper 


1 
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Staff  Association  Representation 


National  Portrait  Gallery 
First  Division  of  Civil  Servants 

Grade 

Assistant  Keeper  I 

Assistant  Keeper  II  

Civil  Service  Union 

Attendant  IV  

Attendant  V ...  

Attendant  VI  

Attendant  VII  

National  Savings  Committee 
Society  of  Civil  Servants 


Chief  Commissioner 
Commissioner 
Deputy  Commissioner 
District  Commissioner 


Number  in  post 
1 
1 


1 

1 

8 

27 


1 

12 

27 

157 


National  Savings  Committee  for  Scotland 
Society  of  Civil  Servants 

Deputy  Secretary  

Civil  Service  Union 


Junior  Displayman 


1 

1 


Ordnance  Survey 

Institution  of  Professional  Civil  Servants 

Assistant  Director  

Division  Officer  

Assistant  Division  Officer 

Archaeology  Officer  

Assistant  Archaeology  Officer 


Civil  Service  Union 

Storekeepers  Grade  III  ... 

Storekeepers  Grade  IV  ... 

Ministry  of  Overseas  Development 
Association  of  First  Division  Civil  Servants 

Appointments  Officers 

Recruitment  Officer,  Women  ... 

Secretary  of  the  Council  for  Technical  Education  and  Training 
for  Overseas  Countries  
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SECTION  C — continued 

Ministry  of  Overseas  Development — continued 
Institution  of  Professional  Civil  Servants 

Grade 

Controller  of  Special  Projects  Directorate 
Assistant  Controller  of  Special  Projects  Directorate 
Director-General,  Economic  Planning  Staff 
Deputy  Director-General,  Economic  Planning  Staff 
Divisional  Directors,  Economic  Planning  Staff 
Advisers 

Parliament  House 

Institution  of  Professional  Civil  Servants 


Deputy  Principal  Clerk  of  Session  1 

Society  of  Civil  Servants 

Deputy  Clerk  of  Session  (S.E.O.  Scale)  12 

Assistant  Clerk  of  Session  (H.E.O.  Scale)  2 

Teind  Clerk  (H.E.O.  Scale)  1 

Assistant  Clerk  of  Session  (E.O.  Scale)  7 

Secretary  (Pensions  Appeal  Tribunal  for  Scotland)  (E.O.  Scale)  1 

Civil  Service  Union 

Macers  (Senior  Messenger  scale)  ...  11 


Ministry  of  Power 

Institution  of  Professional  Civil  Servants 

Inspector  of  Nuclear  Installations  

Electricity  Meter  Examiners  

Electricity  Engineering  Inspectors  

Oil  Geologist  

Petroleum  Engineers  

Exploration  and  Production  Engineers  

Pipelines  Inspector  

Fuel  Engineers  

Controller  of  Gas  Standards  ...  

Deputy  Controller  of  Gas  Standards 

Principal  Examiner  

Gas  Engineer  

Gas  Distribution  Engineer  

Gas  Examiners  ...  ...  

Gas  Meter  Examiners  


26 

7 

1 

4 

2 

1 

2 

1 

1 

1 

1 

1 

53 

119 


Number  in  post 

1 

2 

1 

1 

2 

24 
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SECTION  C— continued 

Ministry  of  Power — continued 
Institution  of  Professional  Civil  Servants— continued 

Grade  Number  in  post 

Inspectors  of  Mines  and  Quarries  149 

Inspectors  of  Quarr:  s 16 

Inspectors  of  Horses  4 

Principal  Probate  Registry 
District  Probate  Registrars’  Association 
(Branch  of  Society  of  Civil  Servants) 

District  Probate  Registrars  16 


Civil  Service  Clerical  Association 

Chief  Clerics  and  Staff  Clerks 

Senior  Clerks 

Clerks  (inc.  Temporary)  


Procurator  Fiscal  Service 
Procurators  Fiscal  Society 

Procurator  Fiscal  (Edinburgh) 

Procurator  Fiscal  (Glasgow) 

Group  A P.F’s  (including  assistant  P.F.  Glasgow)  ... 

Group  B P.F’s 

Group  C P.F’s  

Principal  Deputes 

Senior  Deputes 

Ministry  of  Public  Building  and  Works 
Institution  of  Professional  Civil  Servants 

Director  General  of  Research  and  Development 

Controller  General  

Chief  Architect 

Chief  Civil  Engineer  

Chief  Mechanical  and  Electrical  Engineer  

Deputy  Director  General  of  Research  and  Development 

Director  of  Home  Services  

Chief  Quantity  Surveyor  

Director  of  Development  

Chief  Labour  Officer  

Chief  Safety  Officer  
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Ministry  of  Public  Building  and  Works — continued 
Institution  of  Professional  Civil  Servants— continued 


Grade 

Chief  Restorer  

Restorers  Grade  I ...  ...  

Restorers  Grade  II  

Assistant  Restorers  Grade  I 

Assistant  Restorers  Grade  II  

Senior  Research  Assistant  ...  

Research  Assistant  Grade  I ...  

Research  Assistant  Grade  II  ...  

Assistant  Controller  of  Supplies  (Technical)  ... 
Superintending  Technical  Officer  (Furniture) 
Superintending  Technical  Officer  (Fuel) 
Superintending  Technical  Officer  (Transport)... 
Superintending  Technical  Officer  (Design) 

Senior  Technical  Officer  (Fuel)  

Senior  Technical  Officer  (Furniture)  

Senior  Technical  Officer  (Design)  

Technical  Information  Officer  ...  

Quantity  Surveying  Pupils  

Graduate  Civil  Engineers  

Trainee  Assistant  Estate  Surveyors  

Deputy  Superintendent  (Designs  Office) 
Assistant  Superintendent  (Designs  Office) 

Trainee  Architects  

Senior  Builder  

Director  of  Overseas  Service  

Engineering  Cadet  

Senior  Fire  Surveyor  

Fire  Surveyors  ...  

Senior  Fire  Officers  

Fire  Officers  ...  

Chief  Inspector  of  Ancient  Monuments 
Assistant  Inspector  of  Ancient  Monuments  ... 

Inspectors  of  Ancient  Monuments  

Assistant  Inspectors  of  Ancient  Monuments 

Foreman  (Botanical)  

Assistant  Superintendent  of  Parks  

Superintendent  of  Parks  

Superintendent  of  Parks  Grade  III  

Archaeological  Assistant  

Curator  

Assistant  Curator  


Number  in  post 
1 
4 
2 
1 
1 
1 
1 
1 
1 

4 
1 
1 
1 
1 

16 

1 

I 

22 

6 

6 

1 

5 
8 
1 
1 
5 
1 

5 

15 

24 

1 

1 

23 

4 

11 

II 

7 

1 

1 

1 

6 
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SECTION  C— continued 

Ministry  of  Public  Building  and  Works— continued 
Institution  of  Professional  Civil  Servants— continued 

Grade  Number  in  post 


General  Foreman  of  Works  (Dredging) 

Dredging  Master  (Higher  Scale)  

Engineer  (Higher  Scale) 

Dredging  Master  

1st  Class  Engineer  

Mate  

2nd  Class  Engineer  

Society  of  Civil  Servants 

Comptroller  of  Accounts 

Director  of  Contracts  

Controller  of  Supplies 

Secretary  to  Directorate  General  of  Works 

Chief  Transport  Officer  

Works  Transport  Officer  

Senior  Section  Leaders 

Section  Leaders  

Inspector  of  Custody  Services 

Deputy  Inspector  of  Custody  Services  

Bailiff  Royal  Parks  

Manager  Richmond  Park  Golf  Course  

Chief  Officer  (Government  Car  Service)  

Curator  of  Pictures  (Part-time)  

Society  of  Technical  Civil  Servants 

Student  Architectural  Draughtsmen 

Student  Structural  Engineering  Draughtsmen  

Apprentice  Draughtsmen  (Heating  and  Ventilating) 

Association  of  Government  Supervisors  and  Radio  Officers 

Foreman — Pumping  Stations 

Foreman— Water  Supply  and  Sewage  


1 

2 

1 

12 

12 

16 

10 


1 

1 

1 

1 
1 
4 

2 
8 
1 
1 
1 
1 
1 
1 

43 

94 

42 


2 

1 


Civil  Service  Clerical  Association 

Label  Writer  (Tower  of  London)  

Projectionist  


Civil  Service  Union 

Custodians  (Ancient  Monuments)  

Park  Keepers  

Women  Park  Keepers 

Inspector  Park  Keepers 

Sergeant  Park  Keepers 


477 

146 

17 

4 

' 15 
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SECTION  C — continued 

Ministry  of  Public  Building  and  Works — continued 

Grade  Number  in  post 

Caretakers  55 

Tapestry  Workers  (including  Forewomen)  4 

Needlewomen  (including  Forewomen) 2 

Starter  Ranger  4 

Green  Keeper  1 

Senior  Custodian  '13 

Custodians  (House  of  Lords) 36 

Senior  Inspector  (House  of  Lords)  1 

Inspector  (House  of  Lords)  3 

Leading  Custodian — Fireman — 

Custodian — Fireman  4 

Assistant  Keeper  Grade  I (Armouries)  2 

Ticker  Assistant 25 

Curator,  Tower  of  London  Jewel  House  1 

Assistant  Curator,  Tower  of  London  Jewel  House  ...  1 

Grass  Keeper  1 

Whitley  Council  for  the  Health  Services 
Nurses  and  Midwives  Council 

Matron-Housekeeper  1 

Sister  2 

Physiotherapist 1 

Remedial  Gymnast  1 

Whitley  Council  for  the  Health  Services 
Ancillary  Staffs  Council 

Head  Hall  Porter 1 

Assistant  Head  Hall  Porter  ...  1 

Porters  (House  and  Kitchen)  ...  3 

Assistant  Cook 2 

Servant  I (Head  Parlour  Maid)  1 

Servant  I 4 

Servant  II  5 

Caretaker  (Swiss  Cottage)  1 

Daily  Stores  Attendant 1 

Daily  Help  25 

Valet  2 

Whitley  Council  for  the  Health  Services  Administration 
Clerical  Staffs  Council 

Domestic  Superintendent  (Stores)  1 

Cook-Caterer  1 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


490 

SECTION  C — continued 


Staff  Association  Representation 


Public  Record  Office 

Association  of  First  Division  Civil  Servants 

Grade  Number  in  post 

Assistant  Keeper  24 

Civil  Service  Union 

Repository  or  Search  Rooms  Assistants  ...  ...  ...  39 

Registry  of  Friendly  Societies 
Civil  Service  Legal  Society 

Chief  Registrar I 

Assistant  Registrars  2 

Royal  Mint 

Institution  of  Professional  Civil  Servants 

Chief  Engraver 1 

Engraver  I 1 

Engraver  II  3 

Engraver  III  2 

Canteen  Manager  “ B ”*  I 

Assistant  Canteen  Manageress*  1 

* No  recognised  association  but  Canteen  Manageress  is  member  of  I.P.C.S. 

Civil  Service  Clerical  Association 

Group  Officer  •••  3 

Group  Officer  Assistant  9 

Temporary  Supervising  Officer  25 

Scottish  Court  Service 
Civil  Service  Clerical  Association 

Clerk  114 

Society  of  Civil  Servants 

Second  Class  Depute  67 

First  Class  Depute  16 

Sheriff  Clerk  ...  ...  ...  13 

Principal  Depute  9 

Sheriff  Clerk  8 

Principal  Depute  2 

Sheriff  Clerk  • 3 
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Scottish  Court  Service — continued 
Society  of  Civil  Servants— continued 
Grade 

Sheriff  Clerk 

Hamilton  

Aberdeen  

Sheriff  Clerk  of  the  Lothians  and  Peebles  

Sheriff  Clerk  of  Lanarkshire  ...  

Principal  Clerk  of  Judiciary  ...  

Assistant  Clerk  of  Judiciary 

Deputy  Clerk  of  Judiciary  

Scottish  Development  Department 
Institution  of  Professional  Civil  Servants 

Air  Photographic  Officer  

Model  Designer  ...  ...  

Modeller 

Chief  Chemical  Inspector  ...  

Chemical  Inspector 

Senior  Engineering  Inspector  

Engineering  Inspector  ... 

Chief  Engineer  (Water)  

Deputy  Chief  Engineer  (Water)  

Chief  Planning  Officer 

Deputy  Chief  Planning  Officer 

Regional  Planning  Officer  

Senior  Planning  Officer  

Planning  Officer 

Assistant  Planning  Officer  

Investigator  of  Historical  Buildings  (Senior  Grade) 

Student  Architectural  Draughtsmen  ...  

Scottish  Education  Department 
Institution  of  Professional  Civil  Servants 

Catering  Adviser  

Cost  Investigation  Officer  

Lecture  Organiser — Royal  Scottish  Museum 

Technical  Assistant  First  Class,  Royal  Scottish  Museum  ... 
Technical  Assistant  Second  Class,  Royal  Scottish  Museum... 

Association  of  First  Division  Civil  Servants 

Director — Royal  Scottish  Museum  

Keeper — Royal  Scottish  Museum  


Number  in  post 

1 

1 

1 

I 

1 

I 

1 


1 

1 

2 

1 

2 

2 

11 

1 

1 

1 

1 

7 

7 

13 

3 

7 

1 


2 

1 

1 

6 

3 

1 

4 
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Staff  Association  Representation 


Civil  Service  Union 

Grade  Number  in  post 

Housekeeper — Royal  Scottish  Museum  •••  •••  1 

Association  of  H.M.  Inspectors  of  Schools  (Scotland) 

H.M.  Senior  Chief  Inspector  of  Schools  1 

H.M.  Chief  Inspector  of  Schools  7 

H.M.  Inspector  of  Schools  (Higher  Grade) 28 

H.M.  Inspector  of  Schools  76 

,.'41' 

Scottish  Home  and  Health  Department 
Institution  of  Professional  Civil  Servants 

Chief  Medical  Officer  1 

Deputy  Chief  Medical  Officer 1 

Chief  Dental  Officer  1 

Senior  Dental  Officer  ...  ■■■  ••• 

Dental  Officer  5 

Chief  Food  and  Dairy  Officer 1 

Food  and  Dairy  Officer 5 

Chief  Welfare  Officer  1 

Welfare  Officer 3 

Chief  Nursing  Officer  1 

Nursing  Officer 2 

Adviser  on  Hospital,  Domestic  Administration  1 

Chief  Pharmacist  1 

Pharmaceutical  Supplies  Officer  1 

Inspector  Grade  I (Child  Care)  ...  ...  ...  ...  5 

Inspector  Grade  II  (Child  Care)  ...  ...  ...  ...  13 

Chief  Inspector  (Child  Care)  1 

Inspector  Grade  I (After  Care)  ...  ...  ...  ...  1 

Inspector  Grade  II  (After  Care)  ...  ...  ...  ...  3 

Inspector  Mental  Health  1 

Welfare  Officer  (After  Care)  22 

Industrial  Managers  (Technical  Grades  I and  II)  5 . . 

■ t*;i 

Civil  Service  Union 

Senior  Wireless  Technician  2 

Wireless  Technician  7 

Hotel  Restaurant  Managers  15 

Civilian  Instructional  Officers  11 
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SECTION  C — continued 

Scottish  Home  and  Health  Department — continued 
Society  of  Civil  Servants 

Grade  Number  in  post 

Hotel  Supervisor  1 

C.D.  Exercise  Planning  Officer  1 

Inspector  of  Scottish  Prisons  and  Borstals  1 

Prison  Governors  40 

Prison  Stewards 6 

Prison  Officers’  Association 

Prison  Officers  1,373 

Scottish  Land  Court 

Institution  of  Professional  Civil  Servants 
and  Civil  Service  Legal  Society 

Principal  Clerk 1 

Ministry  of  Social  Security 
Association  of  First  Division  Civil  Servants 

Controller,  Scotland  (Contributing  Benefits)  1 

Controller,  Newcastle  Central  Office  1 

Chief  Insurance  Officer 1 

Institution  of  Professional  Civil  Servants 

Chief  Medical  Officer  1 

Deputy  Chief  Medical  Officer 1 

Civil  Service  Legal  Society 

Solicitor 1 

Society  of  Civil  Servants 

Controller,  Scotland  (Supplementary  Benefits)  1 

Controller,  Wales  (Contributory  Benefits)  1 

Regional  Controller  (Supplementary  Benefits)  1 

Unassimilated  District  Inspector  1 

Social  Worker  and  Adviser  1 

Hostel  Warden  ...  ...  ...  ...  ...  ...  •••  1 

Liaison  and  Stores  Officer  ...  ...  ...  ...  ...  1 

Civil  Service  Union 

Assistant  (Grade  I)  18 

Assistant  (Grade  II)  75 

Assistant  (Grade  IIA)  41 
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SECTION  C— continued 

Ministry  of  Social  Security — continued 
Civil  Service  Union — continued 

Grade  Number  in  post 

Assistant  (Grade  II A— Leading  Assistant)  •••  j 

Eye  Fitter  

Medical  Board  Attendant  


Her  Majesty’s  Stationery  Office 
Institution  of  Professional  Civil  Servants 


Technical  Directors  

Technical  Deputy  Directors  

Senior  Works  Managers 

Head  of  Typographical  Design  and  Layout 

Technical  Assistant  Directors  ...  ••• 

Chief  Examiner  of  Printing  and  Binding  Accounts  ... 

Works  Managers  

Senior  Deputy  Works  Managers  

Higher  Technical  Officers  

Technical  Officers  

Printing  and  Binding  Officers  ... 

Custodian  of  Blocks  . " ■ 

Chief  Examiner  of  Paper  and  Office  Requisites 
Deputy  Chief  Examiner  of  Paper  and  Office  Requisites 
Examiner  of  Paper  and  Office  Requisites  ... 
Assistant  Examiner  of  Paper  and  Office  Requisites  ... 

Works  Overseas  Grade  I 

Works  Overseas  Grade  II  

Works  Overseas  Grade  III  

Works  Overseas  Grade  IV  


Cost  Investigator 


Society  of  Civil  Servants 


Civil  Service  Union 

Office  Machinery  Repair  Service  Foreman  

Office  Machinery  Repair  Service  Assistant  Foreman 

Garage  Foreman  

Garage  Deputy  Foreman  

Society  of  Graphical  and  Allied  Trades 
(Division  A) 

Chief  Booksellers 

Booksellers  

Assistant  Booksellers  


3 

5 

3 

1 

14 


42 

105 

209 

1 

1 

2 
7 
16 

2 

11 

42 

73 


1 


1 

14 

1 

1 


4 

13 

23 
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Tate  Gallery 

Association  of  First  Division  Civil  Servants 

Number  in  post 
1 
2 
1 
2 
2 


Grade 

Director 

Keepers  

Deputy  Keeper 

Assistant  Keeper  I 

Assistant  Keeper  II  


Institution  of  Professional  Civil  Servants 


Restorers 4 


Ministry  of  Technology 
Institution  of  Professional  Civil  Servants 

Security  Officer  (investigating)  91 

Civilian  Air  Crew  2 


Association  of  Government  Supervisors  and  Radio  Officers 


Experimental  Flying  Control  Assistant  (formerly  known  as 
Radio  Operator)  


56 


Board  of  Trade 
Civil  Service  Union 

Repository  Assistant  Foreman 
Repository  Assistant  Supervisor 
Repository  Assistant  I 
Repository  Assistant  II 
Instrument  Cleaner 
Senior  Marine  Survey  Assistant 
Marine  Survey  Assistant 
Mercantile  Marine  Assistant 
District  Officer 
Station  Officer 
Winter 
Coastguard 
Airport  Foreman  IVA 
Airport  Foreman  III  I 
Airport  Foreman  II  [ 

Airport  Foreman  I J 
Commentator  


131 

2 

78 

28 

511 


81 

1 
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SECTION  C— continued 

Board  of  Trade— continued 
Civil  Service  Union — continued 
Grade 

Communications  Officer  IV"| 

Communications  Officer  III  l 

Communications  Officer  II  I 
Communications  Officer  I J 

P A.B.X.  Telephonist  \ 

P.A.B.X.  Telephonist  Supervisor  J 

Civil  Service  Clerical  Association 

Air  Traffic  Control  Assistant  III\  

Air  Traffic  Control  Assistant  II  / 


Number  in  post 
211 

59 


765 


Society  of  Civil  Servants 

Investigation  Officer 
Chief  Investigation  Officer 
Chief  Assistant  (lute  Control) 


Institution  of  Professional  Civil  Servants 

Assizer 

Assistant  Assizer 
Senior  Assizer 

Principal  Clerk  in  Bankruptcy 

Examiner 
Senior  Examiner 
Principal  Examiner 
Inspector  of  Official  Receivers 
Principal  Inspector  of  Official  Receivers 
Inspector  General  of  Official  Receivers 
Deputy  Inspector  General  of  Official  Receivers  ^ 

Assistant  Official  Receiver  (D) 

Assistant  Official  Receiver  (C) 

Assistant  Official  Receiver  (B) 

Official  Receiver  (C) 

Official  Receiver  (B) 

Official  Receiver  (A) 

Senior  Official  Receiver 

Translator  

Air  Traffic  Control  Assistant  Grade  I 

Inspector  of  Coastguards 
Deputy  Chief  Inspector  of  Coastguards 
Chief  Inspector  of  Coastguards 


13 


1 


390 


9 

62 

12 
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Board  of  Trade — continued 
Institution  of  Professional  Civil  Servants— continued 


Grade 

Air  Traffic  Control  Officer  Grade  IV 

Air  Traffic  Control  Officer  Grade  III 

Air  Traffic  Control  Officer  Grade  II 

Air  Traffic  Control  Officer  Grade  I 

Senior  Air  Traffic  Control  Officer 

Deputy  Director  National  Air  Traffic  Control  Services 

Director  National  Air  Traffic  Control  Services 

Controller  Air  Traffic  Control  Services 

Air  Traffic  Control  Design  Officer  

Inspector  of  Accidents 
Senior  Inspector  of  Accidents 
Principal  Inspector  of  Accidents 
Deputy  Chief  Inspector  of  Accidents 
Chief  Inspector  of  Accidents 
Investigating  Officer  (Accidents)  ~) 

Senior  Investigating  Officer  (Accidents)  >- 
Chief  Investigating  Officer  (Accidents)  J 
Mechanical  Transport  Officer  IV 
Mechanical  Transport  Officer  III 
Mechanical  Transport  Officer  II 
Mechanical  Transport  Officer  I 
Mechanical  Transport  Officer  A 
Mechanical  Transport  Officer  B 
Deputy  Chief  Mechanical  Transport  Officer 
Chief  Mechanical  Transport  Officer 
Operations  Officer  Grade  III  ") 

Operations  Officer  Grade  II  I 

Operations  Officer  Grade  I \ 

Aerodrome  Commandant  Grade  I J 

Aerodrome  Commandant  London  (Gatwick)  Airport 
Aerodrome  Commandant  Gatwick 
Aerodrome  Commandant  Prestwick  ... 

Director  of  Technical  Services  (London) 

Deputy  Director  (Operations) 

Director  (Operations)  

Assistant  Signals  Officer' 

Signals  Officer 
Senior  Signals  Officer 
Flight  Examiner/Flight  Operations  Inspector  II  ~| 
Flight  Examiner/Flight  Operations  Inspector  I > 
Senior  Flight  Examiner/Flight  Operations  Inspector  J 
Flight  Navigator  \ 

Senior  Flight  Navigator  J 


Number  in  post 


1,202 


13 


11 


156 

1 

1 

1 

1 

1 

1 

160 

42 
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SECTION  C— continued 

Board  of  Trade— continued 
Patent  Office  Examiners  Staff  Association 

Grade  Number  in  post 

Examiner  (Patent  Office)  | 

Senior  Examiner  (Patent  Office)  l 510 

Principal  Examiner  (Patent  Office) 

Superintending  Examiner  (Patent  Office)  J 

Association  of  Board  of  Trade  Marine  Surveyors 

Principal  Officer/Deputy  Chief  Consultative  Officer 

Chief  Consultative  Officer  I 

Temporary  Surveyor  f — 1 

Surveyor 

Senior  Surveyor  J 

Civil  Aviation  Constabulary  Association 


Constable 

Sergeant 

Inspector  Grade  II 

Inspector  Grade  I ?• 

Chief  Inspector 
Superintendent 

National  Association  of  Fire  Officers 

Section  Leader  

Ministry  of  Transport 
Institution  of  Professional  Civil  Servants 

Chief  Vehicle  Examiner 

Senior  Vehicle  Examiner  

Vehicle  Examiner  II  

Vehicle  Examiner  III  

Inspector  Sea  Transport  

Assistant  Inspector  Sea  Transport  

Senior  Railway  Employment  Inspector  

Railway  Employment  Inspector  

Assistant  Railway  Employment  Inspector  

Chief  Inspecting  Officer  of  Railways 

Inspecting  Officer  of  Railways 

Society  of  Civil  Servants 

Divisional  Sea  Transport  Officer  

Sea  Transport  Officer  

Chief  Driving  Examiner  


229 


39 


24 

49 

221 

165 

3 
6 
1 
1 
2 
1 

4 


1 

13 

1 
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SECTION  C — continued 

Ministry  of  Transport— continued 
Society  of  Civil  Servants — continued 
Grade 

Deputy  Chief  Driving  Examiner  

Assistant  Chief  Driving  Examiner  

Supervising  Examiner  

Senior  Driving  Examiner  

Driving  and  Traffic  Examiner 

Senior  Traffic  Examiner  

Traffic  Examiner 

Driving  and  Traffic  Examiner/Traffic  Examiner 

H.M.  Treasury 
Society  of  Civil  Servants 


Assistant  Grade  I — Prime  Minister’s  Assistant  Office  ...  2 

Assistant  Grade  II — Prime  Minister’s  Assistant  Office  ...  7 

Verbatim  Shorthand  Writer  11 

Institution  of  Professional  Civil  Servants 

Deputy  Treasury  Medical  Adviser  1 

Senior  Catering  Adviser  1 

Catering  Advisers  5 

Civil  Service  Union 

Senior  Security  Guards  16 

Security  Guards 74 

Attendant  on  Medical  Officers 2 

The  Treasury  Solicitor 
Civil  Service  Legal  Society 

Treasury  Solicitor  1 

Deputy  Treasury  Solicitor  1 

Civil  Service  Clerical  Association 

Divorce  Enquiry  Officers  2 

Welsh  Board  of  Health 
Institution  of  Professional  Civil  Servants 

Dental  Officer  ...  ...  ...  ...  ...  3 

Public  Health  Nursing  Officer 1 

Hospital  Nursing  Officer  1 

Welfare  Officer 1 

Civil  Service  Union 

Artificial  Eye  Fitter  2 


Number  in  post 
3 
9 
73 
290 
1,265 

30 
104 

31 
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MEMORANDUM  No.  31 


September,  1967 

Whitleyism 


General  Objects 

1.  The  Treasury  booklet  on  Staff  Relations  in  the  Civil  Service,  paragraph 
49,  says  of  Whitleyism : 

“ The  great  strength  of  Whitleyism  in  the  Civil  Service  is  that  of  an 
idea:  the  idea  of  bringing  together  the  whole  Civil  Service  or  the  whole 
staff  of  a Department,  of  promoting  on  each  Whitley  body  a single 
viewpoint  and  spirit,  and  of  giving  to  civil  servants  a voice  in  the  manage- 
ment of  their  profession  as  a whole.” 

2 The  words  quoted  below  which  describe  the  general  objects  of  the 
National  Council  and  which  are  repeated  in  similar  terms  in  the  constitution 

of  the  Departmental  Councils,  emphasise  this  idea: 

“ The  objects  of  the  National  Council  shall  be  to  secure  the  greatest 
measure  of  co-operation  between  the  State  in  its  capacity  as  employer, 
and  the  general  body  of  civil  servants  in  matters  affecting  the  Civil  Service 
with  a view  to  increased  efficiency  in  the  public  service  combined  with 
the  well-being  of  those  employed;  to  provide  machinery  for  dealing 
with  grievances,  and  generally  to  bring  together  the  experience  and 
different  points  of  view  of  representatives  of  the  administrative,  clerical 
and  manipulative  Civil  Service.” 

Constitutions— National,  and  Departmental  Whitley  Councils 

3 Appendices  I and  II  reproduce  the  constitution  of  the  National  Whitley 
Council,  which  was  set  up  in  1919,  and  the  model  constitution  recommended 
in  1919  for  adoption  by  Departmental  Whitley  Councils.  These  constitutions 
have  existed  with  little  or  no  amendment  since  1919  and  do  not  provide  an 
altogether  accurate  description  of  the  present  working  of  the  Councils. 
There  are  no  grade  committees.  The  constitutional  position  of  Whitley 
Councils  is  given  in  Appendix  III. 

4.  The  constitutions  of  the  Departmental  Councils  set  up  are  approved 
by  the  National  Whitley  Council  but  the  National  Council  is  not  a super- 
vising or  appeals  body  and  the  Departmental  Councils  operate  independently. 

5.  Departmental  Whitley  Councils  were  set  up  in  Government  Depart- 
ments at  varying  times. 

6.  The  Treasury  appoint  the  Official  Side  of  the  National  Council— 
usually  heads  of  Government  Departments,  and  senior  Treasury  officials. 
The  Official  Side  of  each  Department  Council  consists  of  civil  servants  ot 
senior  rank,  the  Chairman  usually  being  the  Head  of  the  Department. 
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7.  Each  Staff  Side  decides  how  its  seats  on  the  Council  shall  be  allocated 
amongst  the  different  staff  associations — normally  according  to  size.  Some 
recognised  associations  are  not  on  a Staff  Side — either  because  they  do  not 
wish  to  be  or  because  they  are  regarded  as  “ breakaway  ” unions  and  the 
Staff  Side  will  not  admit  them.  As  to  the  representatives  themselves  both 
full-time  association  officials  and  serving  officers  are  appointed.  The  leader 
of  the  Staff  Side  is  named  as  Vice-Chairman,  but  if  the  Chairman  is  absent 
it  is  always  an  Official  Side  representative  who  is  in  the  Chair. 

8.  Each  Council  has  an  Official  Side  Secretary  and  a Staff  Side  Secretary, 
but  it  is  the  former  who  convenes  the  meetings  and  drafts  the  minutes. 
Much  Whitley  business  is  conducted  by  correspondence  between  the  two 
secretaries,  who  are  in  constant  touch  with  one  another  to  clear  uncertainties 
and  do  what  they  can  to  make  the  Whitley  machinery  work  smoothly  through- 
out a Department.  The  Staff  Side  Secretaries  are  given  very  “ light  ” posts 
within  a Department  to  enable  them  to  devote  most  of  their  time  to  Staff 
Side  work. 

9.  The  Council  constitutions  refer  to  full  Council  meetings  as  being  held 
not  less  than  once  a quarter.  The  full  National  Council  meets  infrequently, 
however,  business  being  transacted  by  Committees  or  representatives  from 
the  two  Sides.  The  frequency  of  Departmental  Council  meetings  also  varies, 
depending  on  the  type  and  number  of  Committees  set  up. 

10.  Questions  discussed  on  Councils  or  Committees  are  not  settled  by 
vote.  If  the  two  Sides  disagree,  a decision  cannot  in  the  last  resort  be  reached 
within  the  Whitley  machinery.  Whitley  discussion  combines  both  negotiation 
and  consultation.  Only  negotiation  on  pay,  conditioned  hours,  and  leave 
becomes  arbitrable.  In  other  matters  executive  action  will  be  a matter  for 
the  Official  Side  in  the  event  of  disagreement.  (See  also  paragraph  14.) 

Scope  of  Discussions 

11.  The  scope  of  the  Council’s  discussions  comprises  all  matters  which 
affect  the  conditions  of  service  of  the  staff,  although  pay  and  some  other 
subjects  affecting  the  very  highest  grades  are  excluded.  The  National  Council 
is  concerned  with  subjects  largely  affecting  the  whole  Civil  Service  and  the 
Departmental  Councils  are  concerned  with  applying  within  a Department 
the  decisions  taken  by  the  National  Council  and  also  with  matters  affecting 
the  Department  alone.  The  functions  listed  in  the  Constitutions  in  Appendices 
I and  II  show  the  type  of  questions  discussed. 

12.  Whitleyism  does  not  supersede  direct  negotiations  with  staff  associa- 
tions. Many  matters  are  still  discussed  directly  with  associations  and  not 
on  Whitley  machinery.  The  choice  depends  on  convenience  and  practice. 
On  matters  affecting  the  grade  or  grades  of  one  union  consultation  normally 
takes  place  directly  with  that  union.  Cases  about  individual  civil  servants 
are  also  normally  handled  by  the  association  method. 

Other  Tiers  of  Whitleyism 

13.  For  day-to-day  problems  discussions  take  place  on  local  Whitley 
Committees.  These  cover  matters  affecting  local  working  conditions  and  the 
application  locally  of  national  agreements.  The  Committees  may  be  at 
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Headquarters  Office  level,  Regional  level,  or  local  managers’  levels.  Local 
committees  also  discuss  matters  of  wider  interest,  e.g.  levels  of  sick  absence. 

14  There  is  no  linking  system  upwards  from  local  to  Regional  or  Depart- 
mental Councils,  but  the  latter  approve  the  constitution  of  the  local  com- 
mittees Each  Committee  is  therefore  self-sufficient  within  its  terms  of 
reference.  If  there  is  disagreement  the  matter  lies  with  the  Official  Side  for 
executive  action  or  discussion  with  individual  associations. 

Special  Leave 

15  Certain  allowances  of  official  time  are  made  for  attendance  of  Staff 
Side  representatives  at  Whitley  meetings.  Special  leave  or  time  off  with 
pay  may  be  given,  but— except  for  the  National  Whitley  Council  Meetings 
—if  arrangements  have  to  be  made  to  cover  the  leave  or  time  off  by  sub- 
stitution, or  to  make  it  up  by  overtime,  the  cost  is  borne  by  the  association 
or  the  Staff  Side. 
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APPENDIX  I 

CONSTITUTION  OF  THE  NATIONAL  WHITLEY  COUNCIL 
Membership 

1.  The  Council  shall  consist  of  54  members  (including  four  secretaries) 
to  be  appointed  as  to  one-half  by  the  Government  (the  Official  Side),  and 
as  to  the  other  half  by  groups  of  staff  associations  (the  Staff  Side). 

2.  The  Official  Side.  The  members  of  the  Official  Side  of  the  Council 
shall  be  persons  of  standing  (who  may  or  may  not  be  civil  servants)  and 
shall  include  at  least  one  representative  of  the  Treasury  and  one  representative 
of  the  Ministry  of  Labour. 

3.  The  Staff  Side.  The  Staff  Side  shall  consist  of  persons  of  standing  (who 
may  or  may  not  be  civil  servants)  appointed  by  the  undermentioned  groups 
of  staff  associations: 

(1)  Post  Office  Associations. 

(2)  Civil  Service  Federation. 

(3)  Civil  Service  Alliance. 

(4)  Society  of  Civil  Servants  and  Association  of  First  Division  Civil 
Servants. 

(5)  Institution  of  Professional  Civil  Servants. 

(6)  Temporary  staff  associations. 

4.  It  shall  be  open  to  the  authorities  appointing  the  respective  sides  of  the 
Council  to  vary  their  representatives. 

5.  The  first  Council  shall  be  appointed  to  serve  until  the  close  of  the  annual 
meeting  in  1921. 

Casual  vacancies  shall  be  filled  by  the  authority  concerned,  which  shall 
appoint  a member  to  serve  for  the  remainder  of  the  term  for  which  the 
outgoing  member  was  appointed. 

Officers 

6.  Chairman  and  vice-chairman.  The  chairman  of  the  Council  shall  be  a 
member  of  the  Official  Side;  the  vice-chairman  shall  be  a member  of  the 
Staff  Side  of  the  Council. 

7.  Secretaries.  Each  side  of  the  Council  shall  appoint  two  of  its  members 
to  act  as  secretaries. 

8.  Quorum.  The  quorum  shall  be  14  members  on  each  side  of  the  Council. 

9.  Meetings,  etc.  The  ordinary  meetings  of  the  Council  shall  be  held 
as  often  as  necessary  and  not  less  than  once  a quarter.  The  meeting  in  the 
month  of  October  shall  be  the  annual  meeting.  An  agenda  shall  be  circulated 
to  all  members  not  less  than  14  days  before  the  meetings  of  the  Council. 
Business  not  on  the  agenda  shall  only  be  taken  by  permission  of  the  chair- 
man and  vice-chairman.  A special  meeting  of  the  Council  shall  be  called 
by  the  chairman  or  vice-chairman  as  required.  The  business  to  be  discussed 
at  such  meetings  shall  be  limited  to  matters  stated  upon  the  notice  summoning 
the  meeting. 
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10.  The  Council  shall  draw  up  such  standing  orders  and  rules  for  the 
conduct  of  its  business  as  it  may  deem  necessary. 

Objects  and  Functions 

11.  General  objects.  The  objects  of  the  National  Council  shall  be  to 
secure  the  greatest  measure  of  co-operation  between  the  State  in  its  capacity 
as  employer,  and  the  general  body  of  civil  servants  in  matters  affecting  the 
Civil  Service,  with  a view  to  increased  efficiency  in  the  public  service  com- 
bined with  the  well-being  of  those  employed;  to  provide  machinery  for 
dealing  with  grievances,  and  generally  to  bring  together  the  experience  and 
different  points  of  view  of  representatives  of  the  administrative,  clerical 
and  manipulative  Civil  Service. 

Functions 

12.  The  scope  of  the  National  Council  shall  comprise  all  matters  which 
affect  the  conditions  of  service  of  the  staff. 

13.  The  functions  of  the  National  Council  shall  include  the  following: 

(i)  Provision  of  the  best  means  for  utilising  the  ideas  and  experience 
of  the  staff. 

(ii)  Means  for  securing  to  the  staff  a greater  share  in  and  responsibility 
for  the  determination  and  observance  of  the  conditions  under 
which  their  duties  are  carried  out. 

(iii)  Determination  of  the  general  principles  governing  conditions  of 
service,  e.g.,  recruitment,  hours,  promotion,  discipline,  tenure, 
remuneration  and  superannuation. 

In  the  National  Council  the  discussion  of  promotion  shall  be 
restricted  to  the  general  aspects  of  the  matter  and  the  principles 
upon  which  promotions  in  general  should  rest.  In  no  circumstances 
shall  individual  cases  be  taken  into  consideration. 

It  shall  be  open  to  the  National  Council  to  discuss  the  general 
principles  underlying  disciplinary  action,  but  there  shall  be  no 
discussion  of  individual  cases. 

(iv)  The  encouragement  of  the  further  education  of  civil  servants  and 
their  training  in  higher  administration  and  organisation. 

(v)  Improvement  of  office  machinery  and  organisation  and  the  pro- 
vision of  opportunities  for  the  full  consideration  of  suggestions 
by  the  staff  on  this  subject. 

(vi)  Proposed  legislation  so  far  as  it  has  a bearing  upon  the  position  of 
civil  servants  in  relation  to  their  employment. 

Committees 

14.  The  National  Council  may  appoint  standing  committees,  special 
committees,  and  grade  committees  and  may  delegate  special  powers  to  any 
committee  so  appointed. 

The  members  of  the  standing  committee  shall  be  members  of  the  Council. 
The  Council  may  appoint  on  special  committees  such  persons  not  necessarily 
being  members  of  the  Council  as  may  serve  the  special  purposes  of  the  Council. 
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Grade  committees  shall  consist  of  representatives  of  the  grade  concerned 
and  official  representatives,  such  persons  not  necessarily  being  members 
of  the  Council. 

Remuneration  of  Certain  Classes 

15.  The  National  Council  shall  be  the  only  joint  body  to  determine 
questions  of  remuneration  affecting  a class  employed  in  two  or  more  depart- 
ments. Such  questions  affecting  Treasury  classes  shall  be  referred  by  the 
Council  to  grade  committees  of  that  Council.  In  the  case  of  other  classes 
the  National  Council  shall  determine  whether  reference  should  be  to  grade 
committees  of  the  National  Council  or  to  a joint  meeting  of  the  depart- 
mental Councils  concerned. 

Decisions 

16.  The  decisions  of  the  Council  shall  be  arrived  at  by  agreement  between 
the  two  sides,  shall  be  signed  by  the  chairman  and  vice-chairman,  shall  be 
reported  to  the  Cabinet,  and  thereupon  shall  become  operative. 

Publication  of  Proceedings  of  National  Council 

17.  Only  statements  issued  under  the  authority  of  the  Council  shall  be 
published,  and  such  statements  shall  be  as  full  and  informative  as  possible. 

Minutes 

18.  The  Council  shall  keep  minutes  of  its  proceedings. 

Finance 

19.  Each  side  of  the  Council  shall  be  responsible  for  its  own  expenses; 
the  common  expenses  shall  be  defrayed  in  equal  proportions  by  the  Govern- 
ment and  the  staff  associations. 

Amendment  of  the  Constitution 

20.  The  constitution  of  the  Council  may  only  be  amended  at  an  annual 
meeting.  Notice  of  amendment  of  the  constitution  must  be  given  and 
circulated  to  the  members  of  the  Council  at  least  one  month  before  the 

meeting.  . 

Note:  The  constitution  was  amended  on  1st  July,  1927,  by  the  insertion 
of  the  following  new  paragraph  after  paragraph  16: 

“ In  any  case  where  it  appears  to  either  side  of  the  Council  that  it  is 
necessary  or  desirable  to  examine  the  outcome  of  any  general  arrange- 
ment to  which  the  national  Council  is  committed,  the  matter  shall  be 
referred  to  a special  committee  consisting  of  two  or  three  members 
of  the  Official  and  Staff  Sides  of  the  Council  respectively  whose  business 
it  would  be  to  provide  the  Council  with  an  agreed  statement  of  the 
relevant  facts  of  the  matter,  together  with  any  recommendations  that 
they  may  be  in  a position  to  make  for  the  guidance  of  the  Council  as 
to  the  steps,  if  any,  which  should  appropriately  be  taken  either  by  way 
of  a more  precise  definition  of  the  existing  scheme  or  by  way  of  amend- 
ment of  the  existing  scheme.  In  the  light  of  this  committee  s report  it 
would  be  open  to  the  Council  to  consider  what  steps  might  so  be  taken 
in  order  to  secure  a mutually  acceptable  settlement  of  the  matter. 
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APPENDIX  II 

MODEL  CONSTITUTION  FOR  A 
DEPARTMENTAL  WHITLEY  COUNCIL 

Membership 

1 The  Council  shall  consist  of  not  more  than  members  appointed 
as  to  not  more  than  members  by  the  Minister  or  by  the  head  of  the 
department  (the  Official  Side)  and  as  to  not  more  than  members  by  the 
associations  or  groups  of  associations  having  members  employed  in  the  depart- 
ment (the  Staff  Side). 

2 The  members  of  the  Council  shall  be  persons  of  standing.  The  chair- 
man of  the  Council  shall,  as  occasion  may  require,  arrange  for  the  addition 
to  the  Official  Side  of  the  Council  of  a representative  appointed  by  the 
Treasury. 

3 Where  an  association  has  members  outside  as  well  as  inside  the  depart- 
ment the  electorate  for  the  department  shall  be  the  members  of  the  association 
in  the  department,  and,  if  necessary,  special  machinery  shall  be  set  up  by 
the  association  to  ensure  the  carrying  into  effect  of  this  arrangement.  It 
shall  be  open  to  the  electorate  so  constituted  to  choose  as  their  representative 
any  member  or  official  of  the  association  who  is  employed  in  the  Civil  Service 
or  if  not  a person  so  employed,  is  a full-time  officer  of  the  association. 
The  election  shall  in  all  cases  be  under  the  authority  of  the  association 
concerned.  Although  certain  questions  relating  to  classes  employed  in  two 
or  more  departments  will  be  dealt  with  by  special  grade  committees  of  the 
National  Council,  this  fact  shall  not  preclude  members  in  those  classes 
from  being  elected  to  serve  on  the  departmental  Council. 

4.  The  Council  shall  cover  all  civil  servants  employed  in  the  department 
who  are  not  included  in  the  joint  bodies  for  the  government  industrial 
establishments. 

5.  It  shall  be  open  to  the  authorities  appointing  the  respective  sides  of  the 
Council  to  vary  their  representatives. 

6.  The  first  Council  shall  be  appointed  to  serve  until  the  close  of  the 
annual  meeting  in 

7.  Casual  vacancies  may  be  filled  by  the  authority  concerned  in  the  same 
manner  as  the  original  appointments.  Provided  always  that  where  a repre- 
sentative cannot  attend  a meeting  of  the  Council,  an  accredited  deputy  may 
be  appointed  pro  hac  vice  by  the  authority  concerned. 

8.  Chairman  and  vice-chairman.  The  chairman  at  every  meeting  of  the 
Council  shall  be  a member  of  the  Official  Side,  the  vice-chairman  shall  be  a 
member  of  the  Staff  Side  of  the  Council. 

9.  Secretaries.  Each  side  of  the  Council  shall  appoint  a secretary,  or 
secretaries,  who  may  or  may  not  be  members  of  the  Council. 

10.  Quorum.  The  quorum  shall  be 
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11.  Meetings,  etc.  The  ordinary  meetings  of  the  Council  shall  be  held  as 

often  as  necessary,  and  not  less  than  once  a quarter;  the  meeting  in  the  month 
0f  shall  be  the  annual  meeting.  An  agenda  shall  be  circulated 

to  all  members  not  less  than  days  before  the  meetings  of  the 

Council.  . . 

Business  not  on  the  agenda  shall  be  taken  only  by  permission  of  the  chair- 
man and  vice-chairman.  A special  meeting  of  the  Council  may  be  called 
by  the  chairman  on  his  own  initiative  or  at  the  request  of  the  vice-chairman. 
The  business  to  be  discussed  at  such  special  meetings  shall  be  limited  to 
matters  stated  upon  the  notice  summoning  the  meeting. 

12.  The  Council  shall  draw  up  such  standing  orders  and  rules  for  the 
conduct  of  its  business  as  it  may  deem  necessary. 


Objects  and  Functions 

13.  General  objects.  The  general  objects  of  the  Council  shall  be  to  secure 
the  greatest  measure  of  co-operation  between  the  administration,  in  its 
capacity  as  employer,  and  the  general  body  of  the  staff  in  matters  affecting 
the  department,  with  a view  to  increased  efficiency  in  the  department  com- 
bined with  the  well-being  of  those  employed;  to  provide  machinery  for 
dealing  with  grievances,  and  generally  to  bring  together  the  experience  and 
different  points  of  view  respecting  conditions  of  service  within  the  depart- 
ment. 

Functions 

14.  The  scope  of  the  Council  shall  comprise  all  matters  which  affect  the 
conditions  of  service  of  the  staff  in  the  department,  and  its  functions  shall 
include  the  following: 

(a)  Provision  of  the  best  means  for  utilising  the  ideas  and  experience 
of  the  staff. 

(b)  Means  for  securing  to  the  staff  a greater  share  in  and  responsibility 
for  the  determination  and  observance  of  the  conditions  under  which 
their  duties  are  carried  out. 

(c)  Determination  of  the  general  principles  governing  conditions  of 
service,  e.g.,  recruitment,  hours,  tenure,  and  remuneration,  in  so 
far  as  these  matters  are  peculiar  to  members  of  the  staff  of  the 
department. 

id)  The  encouragement  of  the  further  education  of  the  staff,  and  their 
training  in  higher  administration  and  organisation. 

(e)  Improvement  of  office  machinery  and  organisation  and  the  provision 
of  opportunities  for  the  full  consideration  of  suggestions  by  the  staff 
on  this  subject. 

(/)  The  consideration  of  proposed  legislation  so  far  as  it  has  a bearing 
upon  the  position  of  members  of  the  staff  in  relation  to  their  em- 
ployment in  the  department. 

( g ) The  discussion  of  the  general  principles  governing  superannuation 
and  their  application  to  the  members  of  the  staff  in  the  department. 
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15.  Promotion  and  discipline.  Without  prejudice  to  the  responsibility  of 
the  head  of  the  department  for  making  promotions  and  maintaining  discipline, 
it  shall  be  within  the  competence  of  the  Council: 

(a)  to  discuss  any  promotion  in  regard  to  which  it  is  represented  by  the 
Staff  Side  that  the  principles  of  promotion  accepted  by  or  with  the 
sanction  of  the  National  Council  have  been  violated;  and 

(b)  to  discuss  any  case  in  which  disciplinary  action  has  been  taken  if  it 
is  represented  by  the  Staff  Side,  that  such  a course  is  desirable. 

16.  Questions  common  to  two  or  more  departments  (including  the  depart- 
ment) not  being  general  questions,  shall  be  reported  to  the  National  Council. 
The  Council  may  request  the  National  Council  to  appoint  a chairman  for 
inter-departmental  meetings  for  the  consideration  of  such  questions. 


Committees 

17.  The  Council  may  appoint  special  committees,  grade  committees  and 
other  committees  as  required,  and  may  delegate  special  powers  to  any  com- 
mittee so  appointed. 

18.  The  Council  may  appoint  to  special  committees  persons  who  need 
not  necessarily  be  members  of  the  Council.  Grade  committees  shall  consist 
of  representatives  of  the  grade  concerned  and  official  respresentatives,  such 
persons  not  necessarily  being  members  of  the  Council. 


Decisions 

19.  The  decisions  of  the  Council  shall  be  without  prejudice  to: 

(a)  the  overriding  authority  of  Parliament  and  the  responsibility  of  the 
head  of  the  department  as  such ; 

(b)  the  responsibility  of  the  Staff  Side  to  its  constituent  bodies; 

(c)  the  authority  of  the  National  Council  as  the  only  Whitley  joint  body 
competent  to  deal  with  general  questions; 

shall  be  arrived  at  by  agreement  between  the  two  sides,  shall  be  signed  by 
the  chairman  and  vice-chairman,  shall  be  reported  to  the  head  of  the  depart- 
ment and  shall  be  operative. 

20.  It  shall  be  the  duty  of  the  chairman  to  ensure  that  decisions  reach  the 
proper  executive  authority  without  delay. 

21.  In  the  event  of  disagreement  on  a question  of  remuneration  within  the 
terms  of  reference  of  the  Civil  Service  Arbitration  Board,  it  will  be  remitted 
to  that  Board  of  adjudication.  Fixed  machinery  is  not  created  to  deal  with 
other  questions  on  which  agreement  may  not  be  arrived  at  and  which  are 
outside  the  Board’s  terms  of  reference,  as  its  existence  would  necessarily 
impair  the  influence  and  authority  of  the  departmental  Council.  Moreover, 
these  questions  will  vary  considerably  in  their  nature  and  importance  and 
will  call  for  varying  treatment.  A way  out  of  a deadlock  may  in  some  cases 
be  found  by  informal  consultation  between  the  chairman  and  vice-chairman, 
in  others  by  referring  the  matter  to  an  informal  committee  consisting  of  the 
chairman  and  the  vice-chairman  and  the  secretaries.  In  other  cases  some 
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other  solution  may  be  feasible.  In  view  of  these  considerations  no  specific 
provision  is  made  in  this  constitution  for  cases  (other  than  remuneration 
cases)  where  the  Council  may  fail  to  reach  agreement  on  questions  which 
it  is  competent  to  decide,  and  such  cases  are  left  to  be  dealt  with  individually 
as  and  when  they  arise.  The  Council  may  seek  the  advice  of  the  National 
Council  in  cases  of  difficulty. 

Publication  of  Proceedings 

22.  Only  statements  issued  under  the  authority  of  the  Council  shall  be 
published,  and  such  statements  shall  be  as  full  and  informative  as  possible. 

Minutes 

23.  The  Council  shall  keep  minutes  of  its  proceedings. 

Finances 

24.  Each  side  of  the  Council  shall  be  responsible  for  its  own  expenses; 
the  common  expenses  shall  be  defrayed  in  equal  proportions  by  the  depart- 
ment and  the  staff  associations.  Civil  servants  who  are  members  of  the 
Staff  Side  of  the  Council  or  of  its  committees  shall  be  given  special  leave 
with  pay  when  attending  meetings  of  the  Council  or  of  its  committees,  the 
associations  bearing  the  cost  of  substitution  where  incurred. 

Amendment  of  the  Constitution 

25.  The  constitution  of  the  Council  may  be  amended  only  at  an  annual 

meeting.  Notice  of  amendment  of  the  constitution  must  be  given  and 
circulated  to  the  members  of  the  Council  at  least  days  before 

the  meeting. 

26.  The  Council  shall  have  power  to  establish  district  and  office  (or  works) 
committees  and  to  decide  upon  the  nature  and  extent  of  their  functions  in 
accordance  with  the  provisions  of  clause  56  of  the  Report  of  the  National 
Provisional  Joint  Committee  on  the  application  of  the  Whitley  Report  to 
the  administrative  departments  of  the  Civil  Service  (Cmd.  198). 
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APPENDIX  III 

CONSTITUTIONAL  POSITION  OF  WHITLEYISM 

Whitley  Councils  are  not  merely  advisory;  their  decisions  “become 
operative  But  the  Official  Sides  of  Whitley  Councils  are  responsible  to 
Ministers,  and,  unless  Ministers  have  authorised  Official  Sides  to  agree, 
no  agreements  can  be  reached  on  the  Councils. 

The  following  statement  was  agreed  by  the  two  sides  of  the  National 
Whitley  Council  in  1921 : 

“The  establishment  of  Whitley  Councils  cannot  relieve  the  Govern- 
ment of  any  part  of  its  responsibility  to  Parliament,  and  Ministers  and  heads 
of  departments  acting  under  the  general  or  specific  authority  of  Ministers 
must  take  such  action  as  may  be  required  in  any  case  in  the  public  interest. 
This  condition  is  inherent  in  the  constitutional  doctrines  of  parliamentary 
government  and  ministerial  responsibility,  and  Ministers  can  neither  waive 
nor  escape  it. 

“ It  follows  from  this  constitutional  principle  that,  while  the  acceptance 
by  the  Government  of  the  Whitley  system  as  regards  the  Civil  Service  implies 
an  intention  to  make  the  fullest  possible  use  of  Whitley  procedure,  the  Govern- 
ment has  not  surrendered,  and  cannot  surrender,  its  liberty  of  action  in  the 
exercise  of  its  authority  and  the  discharge  of  its  responsibilities  in  the  public 
interest.” 

That  is  to  say,  Official  Sides  have  no  authority  except  that  of  the  Govern- 
ment, and  the  Government  cannot  be  compelled  to  exercise  its  authority 
by  way  of  Whitley  procedure. 
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MEMORANDUM  No.  32 
submitted  by 

HER  MAJESTY’S  TREASURY 
April,  1966 


Civil  Service  Training 


Organisation 

1.  Civil  Service  training  is  based  on  the  report  of  the  Assheton1  Com- 
mittee on  the  Training  of  Civil  Servants  in  1944.  The  Committee  recom- 
mended that  “ the  Treasury  should  exercise  general  control  over  training, 
and  should  appoint  a Director  of  Training  and  Education  and  that  “ there 
should  be  a planned  training  scheme  within  each  Department  ...  in  large 
Departments  there  should  be  ...  a full-time  Departmental  Training  Officer 
and  in  smaller  ones  a part-time  officer  ”. 

Staff  employed  on  training 

2.  Over  the  whole  Service  (excluding  the  Post  Office)  about  750  staff  work 
full-time  on  training.  These  staff  are  mainly  engaged  on  running  courses 
or  arranging  for  civil  servants  to  attend  external  courses.  In  addition  (i)  many 
more  than  this  are  at  any  official  time  helping  to  train  civil  servants  “ at  the 
desk  ”,  and  (ii)  many  civil  servants  take  occasional  sessions  on  courses. 

Departmental  Training 

3.  Any  quantitative  measurement  of  training  (e.g.  number  of  staff  receiving 
training  annually,  number  of  courses  run  annually  or  student/course/weeks 
annually)  would  show  that  most  Civil  Service  training  is  provided  by 
individual  Departments  for  their  own  staff.  Sometimes  there  are  co-operative 
efforts  between  two  or  three  Departments:  a large  Department  may  accept 
on  a course  staff  from  a small  Department  which  lacks  facilities  to  mount 
a course  on  the  subject,  or  a group  of  Departments  in  the  economic  field, 
or  in  the  social  services,  may  combine  to  run  a course  for  staff  from  the 
group  in  the  hope  that  thereby  the  course  will  be  made  more  interesting. 

Central  and  External  Training 

4.  But  some  courses  need  to  be  run  centrally  by  the  Treasury,  and  the 
Civil  Service  also  makes  much  use  of  external  training  facilities  in  ways 
which  range  from  sending  staff  to  the  local  Technical  College  to  taking  places 
at  the  Administrative  Staff  College  and  the  London  and  Manchester  Graduate 
Business  Schools. 


1 The  Rt.  Hon.  Ralph  Assheton  (now  Lord  Clitheroe)  was  Financial  Secretary  to  the 
Treasury  at  the  time.  There  were  members  representing  the  Treasury,  G.P.O.,  Board  of 
Education  and  the  Staff  Side  of  the  Civil  Service  National  Whitley  Council,  and  three 
independent  members — the  Principal  of  Newnham  College  and  two  business  men. 
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Treasury  Courses  . . , . 

5 The  Treasury  Training  and  Education  Division  runs  central  courses 
Where  the  number  of  staff  in  a Department  requiring  training  at  any  one  time 
M he  too  few  to  justify  a course.  Examples  are  courses  to  teach  training 

techniques °to ^Departmental  Instructors,  courses  in  establishment  subjects 
tecnmques  f arades.  This  Division  also  runs  short 

and  °aement bourses  at  two  levels-two  weeks  (non-residential)  for  Principal 
rnTequWalent  grades  in  other  classes,  and  two  weeks  (residential)  at  Assistant 
andequivaien  g t ^ these  courses  gam  lf  the  members  come 

Secretary  lev  . Service  and  from  all  Departments.  The  Treasury 

fr°vidaes' 'through  ^SS^tXvioe.  Division,  much,  but  not  all,  of 
the  civil  service  training  in  Organisation  and  Methods,  Automatic  Data 
Processing,  and  certain  Management  techniques. 

Centre  for  Administrative  Studies 

, Treasury  runs  the  Centre  for  Administrative  Studies  which  was 
set  up  in  1963  at  Cambridge  Gate,  Regent’s  Park.  All  Assistant  Principals, 
and  a proportion  of  the  equivalent  grade  of  the  Diplomatic  Service,  take  a 
three  week  course  on  the  Structure  of  Government  after  six  months  service. 
In  heft Third  year  of  service  they  return  for  a 20  week  course,  in  which  over 
half  the  time  is  allocated  to  economics,  with  the  balance  divided  between 
statistics  decision  theory  and  management  techniques  such  as  computers 
and  network  analysis,  Government  and  industry,  and  the  operation  of  business 
enterprise.  In  1965,  the  Centre  introduced  a six  week  course  in  economics 
for  Principals,  attended  by  about  20  annually. 

7 The  Centre  is  directed  by  a small  group  of  three  civil  servants  and  relies 

on  visiting  teachers  from  Universities,  Government  Departments,  business 
firms  andtiade  unions.  Over  50  economists  from  ten  universities  have  taken 
sessions  at  the  Centre  since  it  opened.  It  is  expected  that  from  September, 
1966  the  Centre  will  again  have  the  services  of  a full-time  .econmn ust  as 
had  in  its  first  year.  The  training  is  as  active  as  possible;  Assistant  PrlnclP“s 
carry  out  a discounting  cash  flow  exercise,  an  elementary  computer  pro- 
graming excise  andSapply  cost  benefit  analysis  and  DCF  techniques  to 
cases  such  as  the  Morecambe  Bay  Barrage.  . 

8 This  training  cannot  turn  Assistant  Principals  into  economists.  e 
objective  is  partly  to  give  them  a clear  understanding  of  mac™'eco"°“C 
concepts  and  of  the  approach  of  the  economist  to  the 

which  should  be  useful  to  all  administrators,  and  partly  to  imProTe 
munication  between  administrators  and  economists,  statisticians  and  opera- 
tional research  experts.  , . 

9.  Basic  concepts  of  science  are  not  taught  at  the  Centre  for  Administra  ive 
Studies,  but  in  the  autumn  of  1964  the  Royal  Institution ^ organised  lectures 
and  seminars  on  this  subject  for  150  members  of  the  administrative  cte 
As  a result  of  this  experiment  the  Royal  Institution  held  a s“oad  ser‘^  ‘ 
the  autumn  of  1965  which  was  attended  by  nearly  100  Assistant  pfinclP 
in  their  second  and  third  years.  Later,  when  they  attend  the  20  week  “"al 
at  the  Centre,  they  will  study  some  current  scientific  and  techn  g 
developments  for  which  the  teaching  of  basic  scientific  concepts  y 
Royal  Institution  will  be  a necessary  preliminary. 
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Range  of  Civil  Service  training 

10.  The  great  variety  of  Civil  Service  training  is  one  of  its  main  features. 
In  part,  this  also  has  its  origins  in  the  Assheton  Committee,  which  recom- 
mended that  Departments  should  organise  the  routine  training  of  all  new 
entrants,  training  designed  to  facilitate  mobility  between  jobs  in  a Depart- 
ment, training  for  supervision  and  background  training.  But  part  of  the 
present  scope  of  training  is  due  to  the  development  in  recent  years  of  new 
techniques,  such  as  Automatic  Data  Processing,  which  have  involved  major 
training  efforts. 

11.  Annexes  I-IV  set  out,  by  way  of  illustration,  the  courses  held  during 
the  first  half  of  July,  1965  by  the  Treasury  Training  and  Education  Division 
and  by  a sample  of  three  Departments— Ministry  of  Pensions  and  National 
Insurance;  Ministry  of  Aviation;  Ministry  of  Agriculture,  Fisheries  and 
Food.  During  this  short  period  the  Treasury  ran  four  courses— two  versions 
of  the  two  week  Management  Courses,  a course  for  Superintendents  of 
Typists  and  a course  of  Teaching  Methods  for  Departmental  Instructors. 
The  Ministry  of  Pensions  and  National  Insurance,  during  the  same  period, 
ran  34  courses  which  were  attended  by  a total  of  773  staff.  The  courses 
included  a series  on  such  vocational  subjects  as  “ disablement  benefits  ” 
and  contributions  course  , a six  day  Initial  Management  Course  for 
Executive  Officers;  and  a ten  day  course  on  computer  programming  using 
teaching  machines.  (Ministry  of  Pensions  and  National  Insurance  are 
among  the  Departments  which  have  introduced  quickly,  and  effectively,  the 
new  technique  of  programmed  learning:  in  addition  to  the  machines  used 
for  computer  programming,  the  Department  has  500  teaching  machines  of 
a simple  British  design  which  are  particularly  suitable  for  job  instruction.) 
During  the  same  period,  the  Ministry  of  Aviation  ran  31  courses  attended 
by  321  staff.  The  range  included  courses  on  industrial  supervision,  conduct  of 
public  business,  and  computers  and  A.D.P.  appreciation  and  training  on 
radar. 

12.  At  the  same  time  as  these  Treasury  and  Departmental  courses  were 
in  progress  six  civil  servants  were  at  the  Administrative  Staff  College  (18 
attend  courses  there  annually),  and  another  was  attending  the  Middle  Manage- 
ment Course  at  Manchester  University.  31  executive  staff  were  attending  a 
higher  level  course  in  statistics,  and  50  were  attending  a lower  level  course, 
at  three  London  Technical  Colleges. 


Recent  developments 

13.  In  1964  a review  of  Civil  Service  training  was  made  by  a Joint  Com- 
mittee of  the  Civil  Service  National  Whitley  Council.  The  report  endorsed 
the  structure  of  the  Civil  Service  training  which  had  developed  out  of  the 
Assheton  Committee  report  twenty  years  earlier,  but  made  a series  of  recom- 
mendations on  points  where  improvements  could  be  made.  In  particular 
the  Committee  found  that  there  were  considerable  variations  in  the  extent 
and  quality  of  training  between  Departments,  and  gave  greater  emphasis 
to  the  training  of  professional  and  scientific  civil  servants  than  had  the 
Assheton  Committee,  which  had  concerned  itself  mainly  with  the  needs  of 
the  Administrative,  Executive  and  Clerical  Classes. 
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14.  A new  Under  Secretary  post  was  created  in  the  Treasury  in  1965  with 
responsibilities  for  both  the  Training  and  Education  Division  and  the  Centre 
for  Administrative  Studies.  Four  Training  Liaison  Officers,  each  responsible 
for  a group  of  Departments,  were  appointed  in  1965.  They  are  beginning 
to  provide  fuller  information  about  Departmental  training  than  has  previously 
been  available,  and  provide  better  opportunities  for  the  Treasury  to  advise, 
encourage  and,  if  necessary,  exhort  Departments  on  the  development  of 
training.  The  Treasury  has  recently  transferred  its  own  training  activities 
to  a new  centre  at  St.  Andrew’s  Place,  Regent’s  Park.  There  is  accommoda- 
tion here  to  run  four  courses  simultaneously — one  of  these  being  for  staff 
of  small  Departments  who  lack  facilities  to  run  courses. 

15.  Departments  reported  in  the  autumn  of  1965  on  the  extent  to  which 
they  had  implemented  the  recommendations  of  the  Whitley  Committee. 
Their  reports  showed  that  substantial  progress  had  been  made  by  them  in 
the  directions  recommended  by  the  Committee. 


Working  Party  on  Management  Training  in  the  Civil  Service 

16.  The  Whitley  Review  of  training  in  1964  left  for  further  study  the 
subject  of  training  for  middle  and  higher  management  in  the  Civil  Service, 
including  the  need  for  a Civil  Service  Staff  College.  It  was  suggested  that  this 
subject  might  be  considered  when  the  Centre  for  Administrative  Studies  had 
been  running  for  sufficient  time  to  justify  a review  of  its  development. 


17.  In  October,  1965  a Working  Party  with  the  following  membership 
was  appointed : 


Mr.  S.  P.  Osmond 
Professor  Jean  Blondel 

Professor  D.  C.  Hague 

Mr.  R.  Haynes 
Mr.  R.  A.  Hayward 

M.  C.  D.  E.  Keeling 
Mr.  R.  B.  M.  King,  M.C. 

Mr.  W.  McCall 

Mr.  J.  Parsons 

Professor  E.  A.  G.  Robinson, 
C.M.G.,  O.B.E. 

Mr.  C.  H.  Sisson 
Mr.  J.  L.  Williams 


H.M.  Treasury  (Chairman) 

Professor  of  Government, 

University  of  Essex 
Professor  of  Applied  Economics, 
University  of  Manchester 
Ministry  of  Defence  (Air) 
Secretary-General,  Civil  Service  National 
Whitley  Council  (Staff  Side) 

H.M.  Treasury 
First  Division  Association 
General  Secretary,  Institution  of  Pro- 
fessional Civil  Servants 
Director  of  Personnel,  Guest,  Keen  and 
Nettlefolds  Ltd. 

Emeritus  Professor  of  Economics, 
University  of  Cambridge 
Ministry  of  Labour 
General  Secretary, 

Society  of  Civil  Servants 


The  terms  of  reference  of  the  Working  Party  are: 

To  consider  the  training  needs  for  middle1  and  higher  management 
in  the  Civil  Service  and  to  submit  recommendations  on  the  length, 


1 Middle  management  should  be  understood  as  covering  civil  servants  of  the  level  of 
Principal  and  approximately  equivalent  grades  in  other  Civil  Service  classes. 
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content  and  organisation  of  such  training,  taking  account  of  the  long 
term  future  of  the  Centre  for  Administrative  Studies  and  the  desirability 
or  otherwise  of  setting  up  a Civil  Service  Staff  College. 

18.  The  Working  Party  has  held  a number  of  meetings,  and  the  Treasury 
Director  of  Training  and  Education  has  circulated  proposals  for  manage- 
ment training  in  future.  As  it  was  known  there  would  be  a comprehensive 
review  of  the  structure  of  the  Civil  Service,  these  proposals  were  designed 
so  as  to  be  capable  of  implementation  even  if  substantial  changes  in  structure 
were  to  be  made.1 


1 The  Report  of  the  Working  Party  is  published  in  Volume  5,  Memorandum  No.  13. 
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Civil  Service  Training 
ANNEX  I 


TREASURY  TRAINING  AND  EDUCATION  DIVISION 
INTER-DEPARTMENTAL  COURSES — lst-16th  JULY,  1965 


Type 
of  Course 

Length 
of  Course 

No.  of 
Students 

Class  and 
Grade 

Subject 

Teaching  Methods  for 
Departmental 
Instructors 

2 weeks 

18 

Executive  Officer 
to  Chief  Execu- 
tive Officer  (and 
similar  depart- 
mental grades) 

Teaching  methods 
and  techniques 
for  adult  train- 
ing in  Civil 
Service 

Management  and 
Communication 

2 weeks 

20 

Principals  (5) 
Principal  Scientific 
Officers  (5) 
Chief  Executive 
Officers  (5) 
Professional 
Grades  (5) 

Instruction  in 
skills,  techniques 
and  principles  of 
management  and 
communication 

Superintendents  of 
Typists 

1 week 

16 

Human  aspects  of 
supervision; 
importance  of 
efficient  work 
distribution  in 
relation  to 
typing-pool  out- 
put; demonstra- 
tion of  modem 
office  equipment 

Organisation  and 
Management 

2 weeks 
(residen- 
tial) 

20 

Assistant  Secre- 
taries (10) 
Senior  Principal 
Scientific 
Officers  (5) 
Superintending 
Engineers  (4) 
Departmental 
Executive  (1) 

Senior  Manage- 
ment responsi- 
bilities of  senior 
staff;  new  tools 
and  techniques 
of  management 
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ANNEX  II 


RECORD  OF  TRAINING  ACTIVITY 
MINISTRY  OF  PENSIONS  AND  NATIONAL  INSURANCE 
PERIOD  5th-16th  JULY,  1965 


Title 

Length 

Numbers 

of  Course 

of  Course 

Attending 

Attending 

Purpose 

Headquarters  Training 

days 

(a)  Initial  Background 

41 

15 

E.O. 

(Z>)  Teaching  Techniques 

4 

8 

S.E.O:  H.E.O.: 
E.O.:  C.O. 
S.E.O.  : H.E.O.: 

Vocational 

(c)  Resident  Manage- 

9 

18 

Vocational,  for 

ment 

E.O. 

( d ) Instructors’  Con- 
ference 

3 

15 

H.E.O. : E.O. 

Study  of  Training 
Topics 

Initial  Training  Centres' 

Training 

(a)  Short-term  Benefits 

20 

30 

E.O.:  C.O. 

Vocational 

Courses  (4) 

(6)  Contributions 

20 

10 

E.O. : C.O. 

Vocational 

Course  (1) 

Regional  Training 

(a)  New  Entrant  (Back- 
ground) (3) 

4 

47 

C.O.:  C.A. 

Background 

(b)  Contributions 

41 

32 

E.O.:  C.O. 

Vocational 

(Initial)  (2) 

(c)  Computation  (2) 

3 

21 

C.A. 

( d ) Computation 

4 

21 

C.A. 

( e ) Short-term  Benefit 

41 

26 

E.O. : C.O. 

(rating)  (2) 

(refresher) 

(Part  II) 

5 

12 

C.O. 

(/)  Disablement  Benefit 

5 

15 

E.O.:  C.O. 

(^)  Pensions 

5 

15 

C.O. 

( h ) Pensions 

10 

11 

C.O. 

(i)  Background  and 

41 

11 

C.O. 

Background/ 

Public  Relations 

O')  Public  Relations 

2 

22 

C.O. 

(k)  Inspectorate 

4 

15 

H.E.O. : E.O. 

Vocational 

(/)  Adjudication 

4 

8 

E.O. 

(refresher) 
For  new  local 

(m)  Advanced 

3 

12 

E.O.:  C.O. 

Refresher 

Contributions 

(n)  Training  Techniques 

3 

7 

E.O. 

Vocational 

Central  Office,  Blackpool 
(a)  Executive  Officers’ 

3 

10 

E.O. 

Joint  Study  of 

Conference 

Specialist  Topics 

(6)  Awards  and  Appeals 

4 

9 

E.O.:  C.O. 

(c)  Effective  Speaking 

4 

10 

S.E.O.:  H.E.O.: 

Vocational 

E.O. 

Central  Office,  Newcastle 
(a)  New  Entrant  In- 
duction 

1 

50 

C.O.:  C.A. 

Background 

(6)  Visiting  E.O.s 

31 

20 

E.O. 

Background 

(c}  E.O.  Management 

3 

13 

E.O. 

Conference 

( d ) E.O.  Initial  Manage- 

Management 

Techniques 

6 

11 

E.O. 

ment  Course 
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ANNEX  II — ( continued ) 


Title 

of  Course 

Length 
of  Course 

Numbers 

Attending 

Grades 

Attending 

Purpose 

( e ) Visiting  N.I.O. 

days 

34 

S.E.O.:  H.E.O.: 

Background 

E.O. 

Managers 

8 

H.E.O.:E.O. 

Technique  to  im» 

(/)  Programmed 

prove  desk 

Learning 

training 

(p)  Various  Specialist 

4-4 

229 

H.E.O.:  E.O.: 
C.O.:  C.A. 

Vocational 

Topics  (11) 

29 

C.A. 

Background 

( h ) Pensions  Branch 

Background 
(i)  Computer  Pro- 

10 

4 

S.E.O.:  H.E.O. 

Vocational 

gramming  by  Auto- 
tutor Teaching 

Machine 

773 

Total  Man-days  during 
2-week  period  (x) 
Total  Man-days  during 
year  (1964)  O') 


man/days 

2,961 

73,783 


i.e,  - = app.  * suggesting  period  is  representative 


% of  Total  Dept.  Staff  receiving  training  of  some  kind  during  period  - 1-93% 
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ANNEX  III 


RECORD  OF  TRAINING  ACTIVITY 
MINISTRY  OF  AVIATION 
PERIOD  5th-16th  JULY,  1965 


Where 

held 

Title 

of  Course 

Length 
of  Course 

Numbers 

Attending 

Grades 

Attending 

Purpose 

Cen- 

trally 

New  Entrant 

days 

2i 

10 

C.A.  Machine 
Operators 

New  Entrant 

ii 

12 

C.O. : C.A.  Machine 
Operators : Typists 

Background 

New  Entrant 

3 

11 

C.O.:  C.A. 

Background 

New  Entrant 

41 

24 

E.O. 

Background 

♦Background 

4 

14 

C.O. : Senior 

Machine  Operators 

Background 

Staff 

5 

12 

A.P.:  S.O.:  Exp.O  & 
analogous  grades 

Background 

and 

Vocational 

Industrial 

Supervision 

4i 

12 

Technical  Stores 
Supervisory  grades 

Vocational 

Conduct  of 
Public  business 

4* 

15 

H.E.O.  and 
analogous  grades 

Vocational 

A.D.P. 

Appreciation 

3 

12 

S.E.O.:  H.E.O. 

Background 

Air 

Traffic 

Control 

School 

Cadet  Primary 

40 

23 

fA.T.C.  Cadets 

Vocational 

Initial  Computer 

7 

7 

A.T.C.  Officers 

Vocational 

Approach  Radar 

35 

12 

A.T.C.  Cadets, 
Officers  Sc  Over- 
seas students 

Vocational 

Area  Radar 

30 

8 

A.T.C.  Cadets, 
Officers  & Over- 
seas students 

Vocational 

Precision  Approach 
Radar 

20 

6 

A.T.C.  Officers 

Vocational 

Joint  Area  Radar 

63 

2 

A.T.C.  Cadets 

Vocational 
held  jointly 
with  R.A.F. 

* This  is  enlargement  of  the  information  on  the  New  Entrant’s  course  to  increase  know- 
ledge and  understanding  of  the  Ministry’s  work, 
t A.T.C.  = Air  Traffic  Controller. 
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Where 

Held 

Title 

of  Course 

Length 
of  Course 

Numbers 

Attending 

Grades 

Attending 

Purpose 

Signals 

Train- 

New  Entrant 

days 

6 

12 

*R.T. 

Background 

ing 

Estab- 

lish- 

ment 

Background 

14 

10 

Asst.  Signals 
Officers : 
fT.T.O:  R.T. 

Background 

Magnetic  Automatic 
Recording  System 

14 

6 

R.T. 

Vocational 

Line  Termination 
Equipment 

14 

8 

R.T. 

Vocational 

Basic  Radar 

6 

12 

T.T.O. : R.T. : Over- 
seas students 

Vocational 

Radar  Link 

20 

12 

T.T.O.:  R.T. : Over- 
seas students 

Vocational 

V.H.F.  Omnidirec- 
tional Radar  < 

21 

8 

T.T.O. : R.T. : Over- 
seas students 

Vocational 

Teleprinter 

90 

12 

Teleprinter 

Operators 

Vocational 

Airfield  Control 
Radar 

14 

7 

T.T.O.:  R.T. 

Vocational 

Consta- 

bulary 

Train- 

ing 

School 

Refresher 

10 

6 

Constables 

Vocational 

Fire 

Service 

Train- 

ing 

School 

Fire  Officers 

5 

5 

Fire  Service 

Vocational 

U.K. 

Central 

Codifi- 

cation 

Autho- 

rity 

School 

Basic 

10 

13 

E.O.:  Tech.  Gde.  I, 
II  and  III 

Vocational 

Typist 

Grade  II 

5 

2 

Typist 

Vocational 

Train- 

ing 

School 

Grade  II  confirming 

5 

2 

Typist 

Vocational 

Shorthand 

2 

26 

Typist 

Vocational 

man/days 

Total  man-days  during  period  = 148,783.  .10.  , 70/ 

No.  under  training  (321)  expressed  as  % of  total  non-industrial  staff  (24,418)  = I'-Vo- 


* R.T.  = Radio  Technicians, 
f T.T.O.  = Telecommunications  Technical  Officer. 
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ANNEX  IV 


RECORD  OF  TRAINING  ACTIVITY 
MINISTRY  OF  AGRICULTURE,  FISHERIES  AND  FOOD 
PERIOD  5th-16th  JULY,  1965 


Where 

held 

Title  of  course 

Length 
of  course 

Numbers 

Attending 

Grades 

Attending 

Purpose 

Cen- 

trally 

New  Entrant 
Reception 

days 

2 

15 

E.O.  and  analogous 
technical  grades 

Background 

New  Entrant 
Background 

2 

15 

Assistant  Veterinary 
Investigation 
Officers 

Background 

Writing  is  our 
Business 

2 

16 

C.O. 

Vocational 

Occasional 

Speakers’ 

Course 

3 

13 

Various  grades  in 
Agricultural  Land 
Service:  National 
Agricultural  Advi- 
sory Service:  Milk 
and  Veterinary 
Services 

Safety  Work 

5 

14 

Field  Officers 

Vocational 

73 

manldays 

Total  Man-days  during  period  = 201. 

No.  under  training  (73)  expressed  as  % of  total  non-industrial  staff  (14,739)  = 0-5%. 
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MEMORANDUM  No.  33 
submitted  by 

HER  MAJESTY’S  TREASURY 
December,  1967 

Treasury  Centre  for  Administrative  Studies 
and  Management  Training  at  Principal  and 
Assistant  Secretary  Level 


Introduction 

1 During  the  early  post-war  years  the  development  of  Civil  Service 
training  which  followed  the  Assheton  Report  of  1944,  occurred  mainly  in 
fields  other  than  management  training  although  from  the  early  days  of  the 
Administrative  Staff  College,  founded  in  1946,  about  10  per  cent  of  the  places 
on  each  course  were  taken  by  Civil  Servants  which  meant  that  about  18  Civil 
Servants  went  to  Henley  each  year.  The  first  phase  in  the  development  of 
management  training  in  the  Civil  Service  started  in  the  late  fifties  and  received 
impetus  from  the  publication  of  the  Plowden  Report  on  Control  of  Expenditure 
(Cmd.  1432)  in  1961  which  brought  a growing  awareness  of  the  extent  to  which 
many  Civil  Servants  in  middle  and  senior  level  grades  were  involved  in 
management.  During  this  period,  short  Treasury  courses  in  management 
were  developed : a two-week  residential  course  at  Assistant  Secretary  level  and 
a one-week  non-residential  course,  which  later  was  extended  to  two  weeks,  at 
Principal  level.  Within  the  short  time  available  these  courses  could  not 
achieve  much  more  than  to  make  those  attending  aware  of  their  management 
responsibilities  and  to  call  attention  to  some  current  approaches  in  manage- 
ment. No  detailed  study  of  management  concepts  or  techniques  was  practic- 
able. The  second  phase  which  is  still  in  progress  dates  from  1962. 

Background  to  the  establishment  of  the  Centre  for  Administrative  Studies 

2.  The  Centre  developed  from  two  reports  prepared  in  1962.  One  by  an 
inter-departmental  Working  Party  under  the  Chairmanship  of  Mr.  W.  Morton, 
then  Third  Secretary  on  the  Management  side  of  the  Treasury,  recommended 
that  the  formal  training  of  Assistant  Principals  should  be  extended  and  that 
instead  of  the  3-week  course  which  they  were  receiving  in  the  first  year,  they 
should  be  given  a longer  course  in  their  third  year  of  service.  A period  of 
about  16  weeks  was  proposed  for  this  course  and  the  subjects  which  it  was 
suggested  should  be  covered  included  aspects  of  the  organisation  of  Govern- 
ment, which  previously  formed  part  of  the  3-week  course,  some  additional 
subjects  of  this  type,  e.g.  the  preparation  and  progress  through  Parliament  of 
legislation,  an  introduction  to  the  social  services,  and  two  subjects  which  had 
not  up  to  that  time  been  included  in  the  training  of  Assistant  Principals  • 
economics  and  statistics.  The  second  report  was  one  prepared  independently 
in  the  Economic  Section  of  the  Treasury  which  suggested  that  a course  of  about 
13  weeks  in  economics  and  statistics  might  be  given  for  administrators  in 
“ economic  ” Departments. 
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3.  After  Permanent  Secretaries  had  supported  the  proposed  increase  in  the 
formal  training  of  Assistant  Principals  and  agreed  that  the  course  should  be 
given  in  the  third  year  of  service,  the  first  step  taken  was  to  reserve,  for  the 
establishment  of  a Centre  to  run  the  courses,  two  adjoining  houses  in  Cam- 
bridge Gate,  Regent’s  Park.  The  decision  to  site  the  Centre  here  was  based 
mainly  on  the  need  to  have  a location  which  had  quick  access  to  Whitehall 
and  to  the  Headquarters  of  other  Government  Departments.  It  was  also 
decided  that  the  course  should  be  non-residential  as  most  of  the  Assistant 
Principals  attending  it  would  be  based  in  London  and  were  at  the  stage  in 
their  lives  when  many  had  just  got  married  or  started  families,  were  acquiring 
houses  and  would  generally  find  most  unwelcome  the  prospect  of  being  away 
from  home  for  several  months  on  a residential  course. 

4.  All  these  early  decisions  seem,  in  the  light  of  experience,  to  have  been 
proved  correct.  All  those  who  have  been  involved  in  training  at  the  C.A.S. 
consider  that  the  Assistant  Principal  obtains  more  benefit  from  the  course  and 
works  more  effectively  on  it  in  the  third  year  of  service,  with  some  experience 
of  Government  work  behind  him,  than  he  would  do  in  his  first  or  second  years. 
There  has  never  been  any  demand  by  those  attending  the  courses  that  they 
should  be  made  residential.  And  a location  within  easy  reach  of  Whitehall 
has  proved  most  useful  for  the  reason  envisaged  that  it  would  facilitate  civil 
servants  coming  from  their  desks  to  take  sessions  on  courses.  But  a further 
advantage  proved  to  be  the  easy  access  to  most  of  the  main  railway  stations 
which  has  helped  the  Centre  to  call  on  many  of  the  best  teachers  in  economics 
and  other  subjects  from  many  universities. 

5.  The  next  step  in  the  establishment  of  the  Centre  was  the  appointment  of 
an  Assistant  Secretary  as  Director  in  April,  1963.  He  was  given  the  two 
reports  to  which  reference  is  made  in  paragraph  2,  not  as  formal  terms  of 
reference  within  which  he  must  operate  but  as  a guide  to  the  planning  of  the 
new  courses.  The  main  decisions  taken  during  the  early  months  of  planning 
were  as  follows: 

(i)  that  the  best  way  of  reconciling  the  slightly  different  approaches 
suggested  in  the  two  reports  would  be  a 14-week  course  for  all 
Assistant  Principals,  which  would  include  an  introduction  to  statistics 
and  economics,  and  to  follow  this  by  a 7-week  course  in  applied 
economics  to  be  attended  only  by  Assistant  Principals  in  “ economic  ” 
Departments. 

(ii)  that  the  teaching  of  economics  and  statistics  should  concentrate  on 
the  basic  concepts  from  these  disciplines  most  likely  to  be  useful  to 
administrators  and  need  not  range  over  the  whole  field  of  a university 
course  in  these  subjects,  which  would  in  any  case  be  impossible  in  the 
time  available,  and  that  opportunities  must  be  given  for  the  members 
of  the  courses  to  apply  the  concepts  to  actual  Government  problems 
during  the  later  stages  of  the  course.  It  was  decided  that  to  achieve 
any  worth-while  results  in  economics  and  statistics,  certain  minimum 
periods  of  time  for  these  studies  would  be  essential  as  if  less  time 
were  allocated  the  confused  partial  understanding  of  concepts  which 
might  result  could  be  worse  than  none  at  all.  The  course  should  be 
planned,  therefore,  on  the  basis  of  giving  economics  and  statistics  at 
least  the  minimum  time  which  seemed  to  be  needed  to  achieve  useful 
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results  and  to  divide  the  balance  of  the  time  between  the  remaining 
subjects  on  the  grounds  that  even  if  only  a small  amount  of  time 
were  available  for  certain  subjects,  further  training  in  these  fields 
could  be  given  later  in  the  career  of  administrators.  On  similar 
grounds  it  was  decided  to  omit  entirely  from  the  course  certain 
sociological  disciplines,  including  the  study  of  organisation  and  staff 
management.  These  could  be  developed  for  study  later  in  the  career 
and  there  might  be  some  advantage  in  studying  them  after  more 
experience  of  work. 

fiii)  that  the  Centre  would  be  directed  by  a very  small  group  of  civil 
servants— initially  only  an  Assistant  Secretary  and  one  Principal 
supported  by  one  Executive  Officer  and  two  typing  staff.  The 
Assistant  Secretary  and  Principal  should  have  degrees  in  economics 
or  mathematics  but  their  role  would  not  be  to  teach  but  to  plan  the 
structure  and  content  of  the  courses,  to  prepare  material  for  applied 
studies  using  problems  and  data  from  Government  Departments, 
and  to  organise  sections  of  the  course  involving  visits  to  or  speakers 
from  business  firms.  All  the  teaching  would  be  carried  out  by 
university  teachers,  calling  on  the  best  people  available  from  a 
number  of  universities  rather  than  relying  exclusively  on  any  one 
university,  or  by  speakers  from  management  consultancy  firms. 
Where  problems  from  Government  were  being  studied,  civil  servants 
directly  responsible  for  these  subjects  would  take  sessions.  But  in 
view  of  the  load  of  work  on  the  teaching  of  economics,  it  was  decided 
that  there  was  a case  for  having  at  least  one  full-time  economist  as 
a member  of  the  directing  staff  of  the  Centre. 

(iv)  that  the  pace  of  work  on  the  course  would  be  intensive  and  while 
some  use  would  be  made  of  lectures,  there  would  be  as  much  partici- 
pation by  students  and  individual  work  as  possible  on  the  basis  of 
written  answers  being  prepared  to  questions  in  fields  like  economics 
and  statistics,  discussion  groups,  and  syndicate  work  on  applied 
problems. 

(v)  that  examination  papers  in  economics  and  statistics  would  be  set  to 
help  the  directing  staff  to  assess  progress  rather  than  as  a basis  of 
reports  on  individual  civil  servants  to  Departments.  Such  reports 
would  only  be  made  if  a particular  Department  asked  for  them. 

6.  The  Centre  opened  in  October,  1963  offering  a course  planned  in  accor- 
dance with  the  decisions  set  out  above.  The  first  results  were  encouraging  and, 
in  particular,  the  combination  of  a resident  full-time  economist  with  a number 
of  visiting  economists  to  take  particular  sessions  worked  well  from  the  start. 
The  pace  of  work  although  intensive  proved  acceptable.  But  in  several  respects 
there  was  criticism.  The  first  was  that  within  as  short  a period  as  14  weeks 
the  course  was  ranging  over  too  wide  a field.  A subject  like  the  preparation 
and  progress  of  a Bill  through  Parliament  was  both  coming  too  late  in  the 
career  of  Assistant  Principals,  some  of  whom  had  been  involved  with  Bills  in 
the  first  two  years  of  service,  and  was  a distraction  when  members  were 
studying  disciplines  like  economics  and  statistics  for  the  first  time  and  had 
only  a limited  period  in  which  to  master  concepts  which  some  at  least  found 
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difficult.  The  second  criticism  was  that  the  division  between  Assistant  Prin- 
cipals in  “ economic  ” Departments  who  were  to  receive  a total  of  21  weeks 
training  and  those  in  other  Departments  who  would  receive  only  14,  was  both 
“ unfair  ” in  that  some  people  were  receiving  more  training  than  others  and 
arbitrary  in  that  there  is  no  clear  distinction  between  “ economic  ” and  other 
Departments. 

7.  As  a result  of  these  criticisms  it  was  decided  to  introduce  changes  in  the 
plan  of  courses  from  the  second  year  which  started  in  October,  1964.  A 3-week 
course  given  the  title  “ Structure  of  Government  ” was  reintroduced  into  the 
first  year  of  service  of  Assistant  Principals  and  all  the  “ Government  ” sub- 
jects, including  the  preparation  and  progress  of  a Bill,  were  taken  out  of  the 
third  year  course  and  put  into  this  shorter  course.  The  second  decision  was  to 
increase  the  length  of  the  third  year  course  to  20  weeks,  during  which  all  the 
subjects  to  be  studied — economics,  statistics,  operational  research,  the 
organisation  and  operations  of  business  enterprise,  and  some  international 
problems — were  interrelated.  This  opened  up  the  prospect  of  a well-integrated 
course  being  developed.  This  course  would  be  taken  by  all  Assistant  Principals, 
with  the  distinction  between  those  in  “ economic  ” and  those  in  other  Depart- 
ments being  abandoned. 

8.  The  20-week  course  has  continued  without  any  major  change  in  structure 
or  content  since  1964.  But  owing  to  the  increase  in  the  number  of  civil 
servants  joining  the  Civil  Service,  it  became  necessary  from  1966  to  run  three 
instead  of  two  courses  annually.  And  the  size  of  the  directing  staff  was 
increased  slightly  to  an  Assistant  Secretary,  a full-time  economist,  and  two 
Principals. 

The  Twenty-week  Course  at  the  C.A.S. 

9.  The  structure  of  the  20-week  course  is  shown  in  the  chart  at  Annex  A. 
The  course  represents  a pattern  of  studies  which  aims  to  introduce  Assistant 
Principals  to  those  quantitative  disciplines  which  are  relevant  to  administrative 
work  in  government.  The  structure  of  the  course  has  developed  to  secure  an 
increasingly  integrated  syllabus  centred  round  the  main  discipline  studied- 
economics.  The  economic  section,  while  aiming  to  present  a clear  picture  of 
the  working  of  the  economic  system,  is  also  designed  to  illustrate  the  applica- 
tion of  economic  analysis  to  a range  of  problems  in  the  field  of  economic  and 
also  social  policy.  The  sessions  on  statistical  methods  both  complement  and 
extend  the  economic  analysis  which  is  studied,  as  do  the  sessions  on  operational 
research  techniques,  game  theory  and  decision  theory,  and  computers.  Sessions 
on  the  interpretation  of  company  accounting  and  also  a business  game,  which 
is  played  by  post  over  a period  of  several  weeks,  contribute  to  the  general  aim 
of  familiarising  Assistant  Principals  with  the  language  and  methods  of  quan- 
titative analysis. 

10.  A good  deal  of  applied  material  is  included  in  the  course:  initially,  by 
way  of  illustration  as  the  concepts  and  methods  are  taught,  and  subsequently 
by  means  of  studies  of  a range  of  applied  problems.  Certain  applied  topics 
have  a permanent  place  in  each  20- week  course : viz : 

Economic  Growth  Planning  Public  Expenditure 

The  Balance  of  Payments  Taxation  as  an  instrument  of 

Economic  Policy 
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Short-term  Forecasting  Pricing  and  investment  in 

Nationalised  Industries 

Medium-term  Planning  Monopolies  and  Restrictive 

Practices 

been  studied  are: 

The  Economics  of  Education 

The  U.K.  and  the  E.E.C. 
Regional  Policy 

Housing 
Agriculture 

The  Economic  Aspects  of  the 
Social  Services 

The  International  Oil  Companies 

11.  The  applied  content  of  the  course  is  extended  by  the  industry  section 
which  is  based  as  far  as  possible  on  visits  by  small  groups  of  Assistant  Prin- 
cipals to  companies  and  other  organisations  outside  government.  On  any  one 
course  groups  of  about  half  a dozen  members  will  between  them  visit  some 
30  outside  organisations.  Studies  of  marketing,  industrial  relations  and  the 
sources  of  finance  for  industry  are  all  timed  to  link  up  with  related  economic 
sessions.  Further,  each  course  includes  a study  of  two  particular  industries 
which  involves  not  only  visiting  firms  in  the  selected  industries  but  also  study- 
ing the  machinery  linking  these  industries  with  government. 

12.  A variety  of  teaching  methods  are  used  during  the  course.  The  more 
theoretical  sessions  generally  begin  with  a lecture  of  about  an  hour  and  this  is 
followed  after  a short  break  by  either  small  tutorial  discussion  groups  or  by 
written  work,  or  in  some  cases  by  individual  reading.  An  even  more  flexible 
arrangement  is  used  in  the  case  of  the  sessions  on  statistical  methods  where 
there  is  a need  for  practical  problems  to  be  interspersed  between  periods  of 
teaching.  The  study  of  applied  problems  generally  relies  on  a good  deal  of 
unsupervised  work  by  small  study  groups,  preceded  by  one  or  more  lectures 
setting  up  the  study  and  followed  by  report  sessions  which  bring  the  whole 
course  together.  In  the  case  of  exercises  involving  visits  outside  the  Centre  it 
is  the  invariable  practice  to  give  the  course  some  preliminary  briefing  to 
ensure  that  they  obtain  maximum  value  from  their  visits.  Further,  such  visits 
are  always  followed  by  a report  session  at  the  Centre. 

13.  While  the  Director  of  Economic  Studies  makes  a major  teaching 
contribution  to  each  course,  the  bulk  of  the  teaching  is  taken  by  outside 
lecturers  from  universities  and  business  schools  and,  in  the  case  of  applied 
sessions,  officials  from  a range  of  government  departments  also  contribute. 
A relatively  small  group  of  university  lecturers  who  teach  regularly  at  the 
Centre,  together  with  the  resident  Director  of  Economic  Studies,  take  the 
theoretical  sessions.  In  addition,  a much  larger  number  of  lecturers  from 
universities  as  far  afield  as  Glasgow  visit  the  Centre  for  single  sessions  and 
short  studies.  As  a result  of  these  arrangements  each  course  meets  a number 


Examples  of  other  topics  that  have 
Economic  Management  in 
Overseas  Countries 

Developing  Countries — 
various  types  of  study 
International  Economic 
Institutions 

Pricing  of  National  Gas 
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of  speakers  from  within  and  without  the  Government  Service,  bringing 
between  them  a variety  of  backgrounds  and  points  of  view. 

14.  All  Assistant  Principals  are  required  to  attend  the  course  when  they 
have  successfully  completed  their  period  of  probation.  This  results  in  an  age 
range  from  23  to  about  30.  In  addition  a proportion  of  the  entries  into  the 
Diplomatic  Service  are  also  sent  to  the  Centre  after  they  have  completed  one 
overseas  tour.  Some  Assistant  Statisticians  are  also  sent  by  their  departments. 
Finally,  there  generally  attended  each  year  one  or  two  Inspectors  of  Taxes, 
Assistant  Principals  from  the  Government  of  Northern  Ireland  and  equivalents 
from  the  Atomic  Energy  Authority.  The  majority  of  those  attending  the 
Centre  have  not  read  a Social  Science  degree  but  on  each  course  there  are 
generally  two  or  three  who  have  read  some  economics  and  they  are  given  the 
opportunity  to  opt  out  of  the  earlier  economics  lectures  if  they  prefer  to  use 
the  time  on  more  advanced  reading.  In  most  cases,  however,  these  Assistant 
Principals  have  read  economics  only  as  part  of  a mixed  degree.  Two  or  three 
years  have  elapsed  since  they  left  university  and  they  welcome  the  opportunity 
for  a short  and  intensive  revision  of  elementary  theory  which  the  early  weeks 
of  the  course  offer.  Each  year’s  intake  of  Assistant  Principals  includes  a few 
who  have  read  a Mathematics  or  Science  degree  and  they  usually  show  a 
distinct  aptitude  for  economics  and  statistics. 

Development  of  training  for  Principals  and  Assistant  Secretaries 

15.  The  increased  depth  of  training  provided  at  the  C.A.S.  for  young 
administrative  Civil  Servants,  and  for  some  of  the  entrants  to  the  Diplomatic 
Service,  resulted  in  a demand  for  fuller  training  from  older  Civil  Servants  in 
all  classes  involved  in  management  and  a need  for  such  training  if  the  invest- 
ment in  longer  courses  for  young  administrators  were  to  produce  returns  in 
terms  of  change  in  Departmental  practice. 

Treasury’s  four  inter-related  courses  at  Principal  level 

16.  To  meet  the  demand  the  Treasury  developed  between  1965  and  1967  a 
group  of  four  inter-related  courses  for  civil  servants  in  their  thirties  and  early 
forties,  which  between  them  provide  up  to  sixteen  weeks’  training.  The  four 
courses  in  this  series  are  a 3- week  course  in  decisions,  techniques  and  com- 
puters: a 3-week  course  in  organisation  and  staff  management:  a 6-week 
course  in  economics  and  a 4-week  course  in  social  administration.  The 
“ course  ” was  divided  into  “ sub-courses  ” in  this  way  to  help  Departments 
release  staff  for  training.  A 3-week  absence  is  easier  to  accept  than  a 12-week 
which  requires  a staff  margin  to  allow  the  post  to  be  filled.  It  is  hoped  that 
civil  servants  at  Principal  level  in  their  thirties,  and  those  in  equivalent  grades 
in  the  executive,  scientific,  professional  and  other  classes  in  posts  with  a 
significant  management  content,  will  take  in  successive  years  the  first  two 
courses  in  the  series  and  either  the  third  or  fourth  course  depending  on  their 
Department’s  field  of  work. 

3-week  course  in  Decisions,  Techniques  and  Computers 

17.  The  objectives  of  this  course  are  given  in  the  course  programme  as:- 
“ The  primary  objectives  are  to  develop  an  understanding  of  the 

contribution  to  decision  making  in  the  public  service  of  techniques  based 
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on  mathematics,  statistics  and  economics,  together  with  an  appreciation 
of  the  role  of  the  present  and  of  the  next  generation  of  computers  in  this 
field  of  management. 

“There  is  no  intention  of  trying  to  train  members  of  the  course  to  be 
specialists  in  particular  techniques.  The  course  will  concentrate  on  the 
general  approach  to  problems  and  will,  it  is  hoped,  improve  communica- 
tion between  civil  servants  responsible  for  management  and  specialists 
in  management  services  Divisions  of  Departments  or  in  independent 
management  consultancy  firms.” 

18.  This  course  was  started  in  the  training  year  1966-67  during  which 
period  two  of  these  courses  were  run.  The  course,  which  is  organised  by  the 
Training  Education  Division  of  the  Treasury,  is  unusual  in  the  extent  to  which 
it  is  problem-orientated.  Indeed  the  first  course  in  the  series  was  planned  on  the 
basis  that  no  lectures  would  be  provided,  but  that  after  a few  preliminary  days 
spent  on  the  study  of  operational  research  techniques  by  reading,  group 
discussions  and  tutorial  methods,  the  whole  of  the  rest  of  the  course  would 
be  spent  on  the  study  of  current  problems,  for  which  the  data  was  obtained 
from  Government  Departments,  by  groups  of  six  members.  Each  group 
would  include  administrative,  executive,  scientific  and  professional  civil 
servants  and  would  be  advised  by  an  operational  research  specialist  from  a 
management  consultancy  firm.  Two  of  the  three  weeks  of  the  course  are 
residential— this  is  particularly  valuable  during  the  study  by  groups  of 
problems.  In  the  light  of  experience,  the  teaching  element  was  increased 
slightly  on  the  second  course  and  a few  lectures  were  introduced  but  the 
study  of  problems  again  occupied  the  greater  part  of  the  time.  By  the  third 
course  in  October  a very  good  response  was  being  achieved. 

3-week  course  in  Organisation  and  Staff  Management 

19.  The  objective  of  this  course,  which  is  run  by  the  Training  and  Education 
Division  of  the  Treasury,  is  as  follows : 

“ The  aim  of  the  course  is  to  encourage  the  study  of  organisation  and 
of  staff  development  as  an  important  factor  in  effective  management 
within  a Government  Department.  It  will  provide  opportunities  to  meet, 
and  discuss  the  views  of,  some  leading  academic  and  management 
consultancy  specialists  in  these  subjects.” 

20.  The  course  was  run  three  times  between  February  and  July  1967,  all  but 
one  week  of  one  of  the  courses  being  non-residential.  After  some  initial 
experiments,  the  course  developed  a broad  pattern  in  which  three  themes  were 
given  approximately  equal  time:  (1)  the  analysis,  measurement  and  planning 
of  work;  (2)  staff  management,  and  (3)  organisation  theory  and  practice. 
The  course  includes  a number  of  studies  designed  to  bring  out  the  inter- 
relation between  these  themes,  and  lectures  in  which  leading  academics  and 
consultants  specialising  in  these  fields  of  study  present  their  views,  as  well  as 
exercises  involving  participation  by  the  members  of  the  course.  Three  further 
courses  were  planned  for  the  training  year  1967-68. 

6-week  course  in  Economics 

21.  The  objective  of  this  course  is  the  study  of  some  of  the  main  concepts 
of  economics  relevant  to  the  work  of  Government  Departments  and  the 
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application  of  these  concepts  to  actual  economic  problems.  In  this  objective 
and  in  the  ground  covered  and  the  methods  used,  the  course  follows  closely 
the  sections  of  the  20-week  course  for  Assistant  Principals  devoted  to  the 
study  of  economics.  One  course  annually  is  being  organised  at  present  with 
an  attendance  of  between  20  to  24  civil  servants  mainly  Principals.  To  help 
Departments  to  release  staff  for  the  course,  it  has  been  divided  into  two 
3-week  sections  of  which  one  is  held  in  April  and  the  other  in  September 
This  course  is  organised  by  and  held  at  the  Centre  for  Administrative  Studies. 


4-week  course  in  Social  Administration 

22.  At  the  end  of  the  training  year  1966-67  the  planning  of  this  course  had 
started  with  the  aim  of  introducing  the  course  into  the  series  in  January  1968. 


Treasury  Management  Seminars  at  Assistant  Secretary  level 

23.  In  1967  a major  change  was  made  in  management  training  at  Assistant 
Secretary  level.  Previously,  training  had  consisted  of  three  residential  courses 
a year,  each  lasting  two  weeks,  which  ranged  over  the  whole  field  of  Organisa- 
tion and  Management.  As  longer  and  more  rigorous  courses  were  developed 
for  younger  staff,  it  became  increasingly  unsatisfactory  to  try  to  cover  so  much 
ground  in  such  a short  time.  It  was  therefore  decided  to  replace  these  courses 
by  a series  of  short  residential  seminars  lasting  up  to  five  days,  each  devoted 
to  a single  aspect  of  management  and  of  public  administration.  Attendance  at 
each  seminar  would  be  limited  to  about  a dozen  civil  servants  with  a strong 
interest  in  the  subject  or  a contribution  to  offer  based  on  his  experience. 
Sessions  at  courses  would  where  appropriate  be  taken  by  University  teachers, 
specialists  from  business  schools  and  management  consultants  or  business 
men. 


24.  In  1967,  12  seminars  in  nine  different  subjects  were  held.  The  initial 
response  was  encouraging  as  not  only  were  the  places  available  heavily  over- 
subscribed but  most  of  those  attending  the  seminars  considered  that  they  had 
been  useful.  It  is  proposed  to  present  a slightly  larger  programme  of  seminars 
in  1968  which  will  cover  some  new  subjects.  Two  places  on  ten  of  the  seminars 
in  1968  are  being  offered  to  local  government  officers. 


25.  The  subjects  chosen  for  the  seminars  in  1967  and  1968  were: 


Automatic  Data  Processing:  The  next  10  years 
Developments  in  Business  Management 
Techniques  of  Economic  Appraisal 
Management  Techniques 
Capital  Investment  Evaluation 
Purchasing  Policy 

Development  of  Mathematical  Models  in  Government 
Departments 

Appraisal  of  Research  and  Development  Programmes 
Staff  Management  in  Government  Departments 
Management  Training 
Delegation  and  Devolution 


Number  of  Seminars 
1967  1968 

3 2 

1 2 

2 2 

1 1 

1 1 

1 — 


1 


1 


1 


1 

1 
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Number  of  Seminars 
1967  1968 

Public  Inquiries  1 

Control  Systems  in  Government  — 1 : 

The  Civil  Service  in  France  1 — 

European  Political,  Legal  and  Administrative  Structure  — 1 

12  14 


Use  of  Business  School  Courses 

26.  While  the  Treasury  has  been  developing  new  Management  Courses  and 
Seminars,  the  opening  of  the  London  and  Manchester  Business  Schools  has 
provided ’Management  Courses  of  12  weeks  open  to  Civil  Servants  at  about 
Principal  level  to  supplement  the  places  available  at  the  Administrative  Staff 
College,  Henley,  and  a 6-week  course  at  London  and  a 3-week  course  at 
Manchester  for  more  senior  Civil  Servants  at  Assistant  or  Under  Secretary 
level. 

The  Treasury’s  policy  has  been  to  try  to  take  full  advantage  of  these  new 
opportunities  while  continuing  to  take  up  the  Civil  Service  quota  of  places  at 
Henley.  The  number  of  places  at  courses  at  both  Principal  and  Assistant 
Secretary  level  taken  by  Civil  Servants  at  Henley,  London  and  Manchester 
was  22  in  the  training  year  1965/1966  and  35  in  the  training  year  1966/1967. 
These  figures  exclude  the  Post  Office  who  have  nominated  a number  of  their 
staff  direct  to  the  Business  Schools. 
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20-Week  Course  for  Assistant  Principals 
(Number  of  Half-Day  Sessions  allocated  is  shown  in  brackets) 

Quantitative 

Industry  Economics  Statistics  Analysis 
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MEMORANDUM  No.  34 
submitted  by 

HER  MAJESTY’S  TREASURY 
July,  1966 

Sabbatical  Leave  in  the  Home  Civil  Service 

1.  Sabbatical  leave  (i.e.  leave  with  pay)  is  granted  to  selected  Civil  Servants 
holding,  or  likely  to  hold,  positions  of  high  responsibility.  Such  leave  is  not 
confined  to  administrative  staff.  It  is  granted  by  departments  in  consultation 
with  the  Treasury  and  the  period  of  such  leave  does  not  normally  exceed  one 
year.  Instructions  to  departments  state  that  the  main  purpose  of  sabbatical 
leave  is  to  help  a promising  man  to  become,  in  the  long  run,  a better  civil 
servant  than  he  would  otherwise  have  been,  by  giving  him  an  opportunity  at 
a suitable  stage  in  his  career  to  broaden  his  experience.  Two  other  objects 
may  also  be  achieved;  he  may  acquire  new  ideas  and  knowledge  of  direct 
benefit  to  the  work  of  the  department  or  the  Service,  and  he  may  perform  a 
useful  ambassadorial  function.  This  concept  of  sabbatical  leave  derives  from 
the  Assheton  Report  on  the  Training  of  Civil  Servants,  (1944,  Cmd.  6525, 
paragraphs  108-117). 

2.  Sabbatical  leave  in  the  Civil  Service  has  had  a broader  definition  than  is 
customary  in  the  academic  world.  It  has  included  sabbatical  leave  for  ad- 
vanced study,  e.g.  in  a foreign  country  or  at  a university;  attendance  at  the 
Imperial  Defence  College  or  the  Administrative  Staff  College;  secondment 
(primarily  for  training)  to  jobs  abroad  or  to  local  authority;  and  attachment 
to  industry. 

3.  Secondment  dictated  by  the  immediate  needs  of  the  work  and  involving 
a full-time  job  would  not  normally  rank  as  sabbatical  leave,  although  some  of 
the  advantages  of  sabbatical  leave,  may  be  achieved  as  a by-product.  In 
practice  secondment  for  training  purposes  has  been  little  used  because  it  has 
been  found  difficult  to  operate  successfully. 

4.  In  the  past  the  bulk  of  sabbatical  leave  which  has  been  granted  has 
consisted  of  attendance  at  a set  course,  often  connected  with  the  broader 
aspects  of  the  individual  officer’s  normal  work.  The  Treasury  is  now  revising 
the  instructions  on  sabbatical  leave  so  that  attendance  at  a course  will  in 
future  normally  form  part  of  official  duty  and  not  be  counted  as  sabbatical 
leave.  These  rules  have  since  been  revised,  see  para.  2 of  the  note  entitled 
“ External  Training,  Further  Education  and  Study  and  Sabbatical  Leave.”1 

5.  Appendix  A attached  therefore  lists  awards  made  to  civil  servants  over 
the  past  five  years  within  the  proposed  restricted  definition  of  sabbatical  leave, 
i.e.  excluding  attendance  at  courses. 

6.  Appendix  B refers  to  two  recent  arrangements  by  the  Ministry  of 
Defence  and  the  General  Post  Office  for  Research  Fellowships  or  post- 
graduate awards  at  universities  which  will  be  open  to  Civil  Servants  in  these 
Departments. 


1 Memorandum  No.  35. 

534 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


Sabbatical  leave  in  the  Home  Civil  Service 


535 


APPENDIX  A 

NUFFIELD  FELLOWSHIPS,  1961-6 
(Year  ending  31st  August) 

Originally  donated  by  the  Nuffield  Foundation  but  now  financed  by  H.M. 
Government.  Special  leave  with  pay  is  awarded,  plus  travel  equipment, 
research  and  tuition  fees,  subsistence  and  foreign  service  allowance  and 
allowance  for  wife  within  a total  of  £2,000.  Two  or  three  awards  per  annum 
are  made  to  candidates  from  any  Department  for  periods  of  six  to  twelve 
months.  Visits  may  be  made  within  the  British  Commonwealth  and  to  coun- 
tries outside  the  Commonwealth  but  not  the  U.S.A.  Candidates  should  be 
Principal,  Assistant  Secretary  level  or  equivalent  in  Executive,  Professional, 
Scientific  or  Departmental  Classes  preferably  aged  30-45  and  not  more  than 
50  years  of  age. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1961/2 

Assistant 

Keeper 

Victoria  and 
Albert  Museum 

31 

Administration, 
scope  and  role 
of  museums 

India,  Pakistan, 
Ceylon 

1962/3 

"Principal 

Scientific 

Officer 

Admiralty 

44 

Developments  in 
oceanography 
and  defence 
research 

Canada 

Assistant 

Secretary 

Scottish  Home 
& Health  Dept. 

39 

Relations 
between  State 
and  medical 
professions 

France,  Denmark, 
Sweden,  Canada 

1963/4 

"Principal 

Scientific 

Officer 

Nature 

Conservancy 

38 

Conservation  of 
soil,  water, 
vegetation  and 
wild  life 

S.  & E.  Africa 

Senior 

Executive 

Engineer 

G.P.O. 

36 

Long-distance 

telephone 

services 

Canada 

'Deputy 

Keeper 

British 

Museum 

48 

Gandhara 

sculpture 

India  and 
Pakistan 

1964/5 

Medical 

Officer 

. 

Ministry  of 
Health 

Administration 
and  control  of 
General 
Practitioners’ 
Services 

Australia, 
New  Zealand, 
Canada 

1965/6 

'Prison 
Governor  III 

Senior  Patent 
Examiner 

Home  Office 
Board  of  Trade 

40 

35 

Treatment  of 
alcoholics  and 
drug  addicts 
aged  16-25 

Harmonisation 
of  Common- 
wealth Patent 
Laws 

Canada, 

Mexico 

Canada, 
Australia, 
New  Zealand, 
France 
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Sabbatical  leave  in  the  Home  Civil  Service 
HARKNESS  FELLOWSHIPS,  1961-6 
(Year  ending  31st  August) 

Donated  by  the  Commonwealth  Fund,  New  York.  Successful  Civil  Service 
candidates  are  awarded  special  leave  with  pay;  living  allowances,  tuition  and 
research  fees,  travel  allowances  including  transatlantic  passages,  various 
family  and  other  allowances  are  paid  by  the  Commonwealth  Fund.  About 
forty  Fellowships  are  awarded  each  year  to  United  Kingdom  citizens;  none 
are  specifically  reserved  for  the  Civil  Service  but  one  or  two  awards  each  year 
are  usually  made  to  civil  servants.  The  Fellowships  are  awarded  for  periods  of 
twelve  to  twenty-one  months  for  study  within  the  United  States.  Candidates 
should  be  junior  Principal  or  equivalent  within  the  age  band  21-32. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1961/2 

Principal 

Ministry  of 
Housing  and 
Local  Govern- 
ment 

35 

Local  govern- 
ment 

administration 

U.S.A. 

a 

'Principal 

H.M.  Treasury 

32 

The  use  of 

economic 

expertise 

U.S.A. 

1962/3 

Principal 

Ministry  of 
Power 

Applied 
economics  and 
electricity  tariff 
practices 

U.S.A. 

1963/4 

Assistant 

Civil 

Engineer 

Ministry  of 
Public  Building 
& Works 

27 

Soil  mechanics 
and  foundation 
engineering 

21  months  at 

Harvard 

University 

1964/5 

Principal 

H.M.  Treasury 

32 

Fiscal  policy 

U.S.A. 

'Principal 

H.M.  Treasury 

31 

Budget  policies 

U.S.A. 

1965/6 

Poultry 
Officer 
Grade  I 

Ministry  of 
Agriculture, 
Fisheries  & 
Food 

29 

Farm  manage- 
ment 

U.S.A. 
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Sabbatical  leave  in  the  Home  Civil  Service 

SIMON  RESEARCH  FELLOWSHIPS,  1961-6 

(Year  ending  31st  August) 

Donated  by  Lord  Simon  of  Wythenshaw  and  tenable  in  the  University  of 
Manchester.  Special  leave  with  pay  is  awarded  to  successful  Civil  Servants; 
research  expenses  agreed  with  the  University  Registrar  up  to  a maximum  of 
£750  per  annum  are  paid  by  the  University.  One  or  two  awards  are  made  each 
year  for  periods  of  one  to  two  years.  No  preference  is  given  to  Civil  Servants. 
Visits  abroad  may  be  made  as  necessary  during  the  course  of  studies  without 
restriction.  Candidates  should  be  Principal,  Assistant  Secretary  level  or 
equivalent  in  the  Executive,  Professional,  Scientific  or  Departmental  Classes 
aged  30-45  and  not  more  than  50  years  of  age. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1961/2 

Chief 

Statistician 

Central 

Statistical 

Office 

46 

Economics  of 
Index  numbers 
of  welfare, 
growth  and 
distribution  of 
real  income 

Manchester 

1963/4 

- 

Deputy 

Governor 

Home  Office 

39 

Therapeutic 

community 

treatment 

processes 

in  penal 

institutions 

Manchester 

Staff 

Inspector 

Department  of 
Education  & 
Science 

51 

Effective 
changes  in 
school 
curricula  on 
pupils’  insight 
into  applied 
science  and 
technology 

Manchester 

1964/5 

Inspector  of 
Schools 

Department  of 
Education  & 
Science 

37 

Organisation 
and  adminis- 
tration of  large 
educational 
units 

Manchester 

1965/6 

'Statistician 

Cabinet  Office 

46 

The  validity  of 
forecasting 
using  data  from 
the  Govern- 
ment’s Family 
Expenditure 
Survey 

Manchester 

_ Principal 

National 
Economic 
Development 
Office  (on 
secondment  from 
H.M.  Treasury) 

50 

Higher 

productivity  in 
engineering 
and  textile 
industries 

Manchester  with 
travel  to  U.S.A. 
and  France 
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Sabbatical  leave  in  the  Home  Civil  Service 

GLASGOW  UNIVERSITY  FELLOWSHIPS 
(DEPARTMENT  OF  POLITICS)  1962/6 

(Year  ending  31st  August) 

These  Fellowships  are  endowed  by  funds  available  to  the  University  of 
Glasgow  and  are  tenable  there.  Civil  Service  candidates  are  awarded  special 
leave  with  pay;  the  University  authorities  award  £500  per  annum  to  cover 
travelling  expenses,  accommodation  and  clerical  assistance.  One  award  is 
generally  offered  each  year  to  candidates  from  a Scottish  Department  or  the 
Diplomatic  Service  for  a period  of  one  year.  Travel  overseas  may  be  arranged 
where  necessary.  Candidates  should  be  of  Principal  level  or  equivalent. 
The  first  Fellowship  was  awarded  in  1962/3. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1962/3 

Principal 

Scottish  Home 
& Health  Dept. 

38 

Economics  of 
Housing  in  Scot- 
land and  Sweden 

Scotland  and 
Sweden 

1963/4 

Principal 

Scottish  Home 
& Health  Dept. 

40 

Research  in  the 
field  of 

government  and 
administration 

Glasgow  and 
France 

1965/6 

Principal 

Scottish  Home 
& Health  Dept. 

38 

Research  into 
various  aspects 
of  the  distinction 
awards  system 
for  consultants 
in  the  N.H.S. 

Glasgow 
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Sabbatical  leave  in  the  Home  Civil  Service 

GWILYM  GIBBON  RESEARCH  FELLOWSHIPS,  1961-6 

(Year  ending  31st  August) 

Donated  by  Nuffield  College,  Oxford.  Successful  candidates  are  awarded 
special  leave  with  pay;  expenses  for  secretarial  assistance  etc.  up  to  about 
£750  per  annum  are  paid  by  Nuffield  College.  One  Fellowship  is  awarded 
every  year  and  competed  for  by  Civil  Servants,  local  government  officers  and 
candidates  from  nationalised  industries  and  universities.  Fellowships  are 
usually  for  periods  of  twelve  months  and  may  include  some  foreign  travel 
Candidates  should  be  Principal,  Assistant  Secretary  level  or  equivalent  in  the 
Executive,  Professional,  Scientific  or  Departmental  Classes  preferably  aged 
30-45,  not  more  than  50  years  of  age. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1961/2 

Principal 

H.M.  Treasury 

Economics  of 
penal 

administration 

Oxford 

1965/6 

Principal 

Home  Office 

46 

Group  work 

Oxford 

Psychologist 

processes 

Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


54q  Sabbatical  leave  in  the  Home  Civil  Service 

HARVARD  INTERNATIONAL  CENTER  FELLOWSHIPS,  1961-6 

(Year  ending  31st  August) 

Originally  donated  by  Harvard  University,  the  main  cost  of  these  is  now 
borne  by  H M.  Government.  Special  leave  with  pay  is  awarded;  travel  and 
foreign  service  allowance  together  with  a small  entertainment  allowance  of 
£100  is  paid  by  HM  Government.  One  award  per  year  is  made  to  candidates 
from  the  Home  Service  or  Diplomatic  Service  for  nine  months  (including  two 
vacations).  Home  civil  servants  have  had  Fellowships  on  two  out  of  the  last 
six  occasions.  Study  takes  place  at  the  Harvard  Center.  Candidates  should 
be  Assistant  Secretary  or  equivalent  in  the  late  thirties  or  early  forties  and 
should  have  twelve  to  fifteen  years’  experience  in  the  political  and  economic 
aspects  of  international  affairs. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1961/5 

Held  by 

Diplomatic 

Service 

1965/6 

Assistant 

Secretary 

Ministry  of 
Defence  (Army 
Department) 

46 

International 

Defence 

problems 

U.S.A. 
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Sabbatical  leave  in  the  Home  Civil  Service 

ANDREW  MELLON  FELLOWSHIPS,  1964-5 

(Year  ending  31st  August) 

Donated  by  the  Andrew  Mellon  Foundation  and  tenable  at  the  University 
of  Pittsburg  Graduate  School  of  Public  and  International  Administration. 
Special  leave  with  pay  and  travel  to  and  from  the  United  States  are  awarded 
to  successful  candidates.  The  Mellon  Foundation  pays  a variable  allowance. 
One  award  of  $5,000  was  held  by  a Civil  Servant  for  a period  of  twelve  months 
for  a visit  to  the  United  States.  Candidates  should  be  Principal  level  or  equiva- 
lent in  the  Professional,  Scientific  or  Departmental  Classes  aged  30-45. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1964/71 

Senior 

Planning 

Officer 

Ministry  of 
Housing  and 
Local  Govern- 
ment 

40 

Methodology  of 
forecasting  land 
requirements 

University  of 
Pittsburg  and 
travel  within 
U.S.A. 
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JAPANESE  GOVERNMENT  INTERNATIONAL  AWARD 

(Year  ending  31st  August) 

Donated  by  the  Japanese  Government  for  research  into  aspects  of  science 
and  technology.  Successful  civil  servants  are  awarded  leave  with  pay  Travel 
expenses  and  living  allowance  within  Japan  are  provided  by  the  Japanese 
Government  up  to  about  £800  per  annum.  The  first  award  was  made  in 
1964/5  for  a period  of  twelve  months.  The  award  is  tenable  at  universities  or 
research  institutes  in  Japan.  Candidates  should  be  Principal  Scientific  Officer 
or  equivalent  age  30-45. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1964/5 

Senior 

Principal 

Scientific 

Officer 

Ministry  of 
Technology 

41 

Research  into 
conditions  in 
building  fires 
and  their 
structural  effects 

Research 
Institute  of 
Japanese 
Ministry  of 
Construction 
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RESTRICTED  FELLOWSHIPS 
WORLD  HEALTH  ORGANISATION  AND 
W.  K.  KELLOGG  FOUNDATION,  1961-6 

(Year  ending  31st  August) 

Certain  Fellowships  are  restricted  to  medical,  veterinary  or  agricultural 
staff  in  the  Health  and  Agricultural  Departments.  Details  are  given  below. 

World  Health  Organisation  Fellowship 

The  World  Health  Assembly  allocates  a sum  of  money  each  year  for 
Fellowships  to  be  awarded  to  Health  personnel  to  improve  standards  of  teach- 
ing and  training  in  the  health,  medical  and  related  fields  to  advance  research 
and  strengthen  National  Health  Services.  Successful  Civil  Servants  are  granted 
special  leave  with  pay;  the  World  Health  Organisation  pays  the  cost  of  travel, 
a monthly  living  allowance,  tuition  and  registration  fees  for  courses  and  a 
book  grant.  Civil  servants  compete  with  applicants  from  the  National  Health 
Service  and  local  authorities.  Fellowships  can  be  held  for  periods  of  up  to 
twelve  months. 


Year 

Grade 

Department 

Age 

Subject 

Location 

1960/1 

NIL 

1961/2 

NIL 

f Senior 

Ministry  of 

49 

Epidemiology  of 

U.S.A. 

1962/3 

4 

Medical 

.Officer 

Health 

chronic  disease 

f Consultant 

Ministry  of 

41 

Psychiatric 

U.S.A. 

Health 

abnormal 

(Broadmoor) 

offenders 

1963/4 

Senior 

Ministry  of 

47 

Poison 

U.S.A.,  Canada 

Medical 

Health 

information 

.Officer 

centres 

1964/5 

Principal 

Ministry  of 

45 

Maternity  and 

Netherlands, 

Medical 

Health 

Child  Health 

Sweden  and 

Officer 

Services 

Denmark 

1964/5 

Principal 

Ministry  of 

45 

Evaluation  of 

U.S.A. 

Medical 

Health 

Community 

Officer 

Mental  Health 
Services 

W.  K.  KELLOGG  FOUNDATION 

Fellowships  are  donated  by  the  W.  K.  Kellogg  Foundation  (U.S.A.)  for 
agricultural  studies  and  awarded  to  mature  and  experienced  officers  who  have 
reached  positions  of  authority  in  their  subjects  to  enable  them  to  study 
American  developments  in  their  fields  of  interest  by  attending  selected 
educational  and  research  centres  in  the  United  States.  Officers  selected  are 
normally  under  40  and  should  have  a degree.  The  Foundation  pays  the  cost 
of  tuition,  travel,  board  and  incidental  expenses  in  the  U.S.A.  The  Ministry 
(in  Scotland,  the  Department)  of  Agriculture,  Fisheries  and  Food  make 
arrangements  for  the  officers’  travel  to  and  from  the  United  States  and  meet 
the  cost  of  the  journey.  This  Fellowship  programme  began  in  1953  and  ends 
in  1966/67. 

Special  leave  with  full  pay  is  granted  to  a married  officer  and  three-fifths 
paid  to  a single  officer.  Fellowships  are  usually  up  to  six  months  but 
occasionally  they  have  been  awarded  for  periods  of  twelve  months. 
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With  the  exception  of  one  held  by  an  officer  of  the  Department  of  Agri- 
culture, Scotland  all  Fellowships  have  been  held  by  officers  of  the  Ministry 
of  Agriculture,  Fisheries  and  Food. 


Academic 

year 

Grade 

Age 

Subject 

Location 

1961/2 

National  Agricultural 

26 

Animal  Nutrition 

Cornell 

Senior  Scientific  Officer 
Lecturer,  Berkshire 
Institute  of  Agriculture 

31 

Rodent  Ecology 

Pennsylvania 

Milk  Officer  III 

31 

Dairy  Science  and 
bacteriology 

Wisconsin 

29 

Entomology 

North  Carolina 

Milk  Officer  H 

41 

Dairying  and  Dairy 
bacteriology 

Minnesota 

National  Agricultural 

39 

Applied  Animal  Breeding 
— Sire  selection 

Wisconsin 

centres 

Agricultural  Economist 

30 

Agricultural  Economics 

Maryland  centre 

Agricultural  Economist 
(Department  of  Agri- 
culture for  Scotland) 

Agricultural  Economics 

Michigan 

1962/3 

Assistant  Veterinary 
Investigation  Officer  I 

32 

Veterinary  Medicine 

Montana 

Senior  Assistant  Land 
Commissioner 

35 

Agricultural  Mechan- 
isation 

Wisconsin 

Farm  Machinery 
Advisory  Officer  III 

34 

Materials  handling 

Michigan 

Poultry  Husbandry 
Advisory  Officer  HI 

34 

Poultry  Breeding 

Purdue 

1963/4 

National  Agricultural 
Advisory  Officer  III 

29 

Agricultural  economics 

Minnesota 

Experimental  Officer 

33 

Applied  entomology 

Virginia 

Advisory  Officer  HI 

32 

Management  and  Mar- 
keting of  store  and  fat 
cattle 

Michigan 

Senior  Assistant  Land 
Commissioner 

40 

Agricultural  Economics 

Illinois 

Principal  Scientific 
Officer 

37 

Cytogenetics 

California 

Milk  Production 
Advisory  Officer  H 

39 

Dairy  Technology 

Wisconsin 

1964/5 

Principal  Agricultural 
Economist 

39 

Agricultural  Economics 

Iowa 

Senior  Scientific 
Officer 

32 

Problems  of  food  supply 
in  relation  to  nutrition 
and  food  science 

Stamford 

Advisory  Officer  II 
Advisory  Officer  II 

39 

39 

Farm  Management 
Farm  Management 

Michigan 

1965/6 

National  Agricultural 
Advisory  Officer  III 

31 

Soil  Microbiology 

Cornell 

Senior  Scientific  Officer 

33 

Changes  occurring  in  food 
during  long-term  storage 

Northern  Utiliz- 
ation Research 
Laboratory 

Senior  Principal 
Scientific  Officer 

44 

Taxonomy  and  Biology 
of  aphids 

North  Carolina 

National  Agricultural 
Advisory  Officer  I 

38 

Extension  work  related 
to  Farm  records 

Wisconsin 

NOTE:  Advisory  Officers  Grade  III  are  equivalent  to  Higher  Executive  Officers.  Senior 
Assistant  Land  Commissioners  and  Assistant  Veterinary  Investigation  Officers  are  equivalent 
to  Senior  Executive  Officers. 
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APPENDIX  B 

HIGHER  DEFENCE  STUDIES 

The  Government  announced  in  the  1966  Defence  White  Paper  the  creation  of 
six  Fellowships  for  senior  serving  officers  and  Government  officials  to  study 
a chosen  subject  in  an  academic  environment.  The  proposals  and  other 
decisions  on  Higher  Defence  Studies  were  outlined  on  2nd  March  by  the 
Minister  of  Defence  (Mr.  Healey)  in  a written  reply  to  Mr.  R.  W.  Brown. 
The  Fellowships  (which  are  expected  to  cost  in  all  about  £30,000  per  annum) 
are  intended  to  encourage  the  development  of  the  role  of  the  universities  in 
the  field  of  defence  studies.  The  aim  is  to  build  up  the  same  kind  of  intellectual 
awareness  of  defence  problems  which  exists  in  American  universities  as  a 
means  of  getting  the  universities  to  play  a greater  and  more  direct  role  in  the 
education  of  senior  officers  and  officials. 

POST-GRADUATE  AWARDS  IN  THE  GENERAL  POST  OFFICE 

On  1st  January,  1966,  the  Post  Office  arranged  to  make  each  year  a number 
of  post-graduate  awards  available  to  selected  staff.  The  awards  are  tenable 
for  one  to  three  years  at  Universities  which  have  facilities  for  research  and 
advanced  studies  relevant  to  Post  Office  problems,  initially  in  sociology, 
telecommunications,  science  and  engineering.  In  appropriate  cases  the 
awards  would  enable  the  holders  to  qualify  for  M.Sc.  or  Ph.D  degrees. 
The  primary  objective  however,  is  to  further  research  and  development 
expertise  of  special  value  to  the  Post  Office.  There  is  no  age  limit  and  eligibility 
is  open  to  all  Post  Office  staff  provided  they  had  served  for  at  least  one  year 
in  an  established  capacity.  Students  are  regarded  as  being  on  special  leave 
with  pay.  In  the  first  year  up  to  about  ten  awards  might  be  made. 
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MEMORANDUM  No.  35 
submitted  by 

HER  MAJESTY’S  TREASURY 
September,  1967 

External  Training,  Further  Education 
and  Study  and  Sabbatical  Leave 


Introduction 

1 The  report  of  the  Joint  Committee  on  the  National  Whitley  Council 
appointed  to  review  Civil  Service  training  was  published  in  1964.  One  of  the 
recommendations  in  this  Report  was  that  Departments  should  interpret 
more  generously  the  rules  hitherto  applied  to  Aid  for  External  Background 
Training.  On  consideration  the  Treasury  decided  to  revise  completely  the 
rules  relating  to  external  training  and  to  further  education.  The  new  arrange- 
ments were  welcomed  by  the  National  Staff  Side  and  were  introduced  by 
Departments  on  1st  August,  1967.  This  note  and  the  appendices  set  out  the 
main  changes  made,  but  the  broad  effect  has  been  to  bring  about  simplification 
of  the  position  in  that  two  general  concepts  have  replaced  a variety  of  slightly 
different  forms  of  external  training.  These  are,  either  a Department  would 
wish  an  officer  to  be  trained  or  educated  in  the  public  interest,  and  such 
assignments  are  now  to  be  treated  as  if  they  were  official  duty  or  if  an  officer 
wishes  to  improve  his  education  for  non-vocational  reasons  then  the  Depart- 
ment’s assistance  is  limited,  although  substantial.  These  two  concepts  are 
known  as  “ external  training  ” and  “ further  education  ” and  are  described 
in  more  detail  below. 


External  Training 

2.  External  training  is  now  defined  as  “ training  in  outside  institutions 
leading  to  the  acquisition  of  knowledge  or  skill  which,  in  a Department  s 
opinion  is  necessary  to  qualify  an  officer,  or  valuable  in  making  him  more 
efficient,  in  his  present  or  potential  duties  ”.  Included  in  such  training  are 
courses  which  have  hitherto  been  regarded  as  Sabbatical  Leave  (see  note  on 
this  subject1).  The  opportunity  has  been  taken  to  remove  the  old  rather 
artificial  distinctions  between  compulsory,  non-compulsory  but  desirable, 
long-term  and  short-term  training,  and  replace  them  by  the  simple  concept  ot 
training  necessary  for  official  purposes.  In  general,  the  new  arrangements 
provide  for  all  such  training  to  be  undertaken  on  the  same  terms  as  apply  to 
other  forms  of  official  business,  i.e.  training  in  official  time  (save  for  evening 
classes),  normal  salary  and  appropriate  allowances,  with  fees  paid  and  50  per 
cent  of  the  cost  of  books.  Details  of  the  assistance  to  be  given  are  in 
Appendix  I. 


1 Memorandum  No.  34. 
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Further  Education 

3.  Previously,  “ background  training  ” as  it  was  called  under  the  old 
arrangements,  was  defined  as  “ Training  which  will  give  the  staff  a better 
understanding  of  the  problems  and  activities  of  the  Department  to  which  they 
belong  or  of  the  public  service  generally  ”.  This  has  been  replaced  by  the 
simple  instruction  that  Departments  should  give  assistance  to  staff  who  wish 
to  undertake  external  courses  in  approved  subjects  leading  to  a recognised 
educational  or  professional  qualification,  certificate  or  diploma,  in  circum- 
stances where  external  training  terms  are  inappropriate.  This  new  definition 
has  a two-fold  effect:  some  cases  which  have  hitherto  been  given  aid  under 
the  restricted  terms  of  background  training  may  now  well  qualify  for  external 
training  assistance;  and  an  officer  qualifies  for  assistance  on  further  education 
terms  so  long  as  the  subject  and  the  course  which  he  takes  is  approved  and 
leads  to  a recognised  educational  or  professional  qualification.  The  approved 
subjects  are  listed  in  Appendix  II.*  In  addition.  Departments  have  discretion 
to  give  assistance  for  studying  in  other  subjects  leading  to  recognised  quali- 
fications if  they  consider  it  is  in  the  Departmental  interest  to  do  so.  Details  of 
the  assistance  to  be  given  are  in  Appendix  I.  Under  both  the  old  and  new 
arrangements,  Departments  have  to  satisfy  themselves  that  the  student  has 
the  necessary  personal  capacity  to  benefit  from  the  proposed  course  of  study. 

Sabbatical  and  Study  Leave 

4.  Study  leave  is  granted  on  full  pay  and  normal  allowances  when  a Depart- 
ment commissions  a piece  of  study  or  research.  Sabbatical  leave  is  appropriate 
when  an  officer  himself  takes  the  initiative.  It  is  granted  on  full  pay,  but  any 
additional  allowances  depend  on  the  circumstances,  e.g.  whether  a fellowship 
award  has  been  obtained. 


* These  subjects  are  of  course  “ external  training  ” for  many  civil  servants,  but  “ further 
education  ” includes,  for  example,  the  scientist  studying  accountancy  and  the  executive 
officer  taking  physics. 
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Travelling  and 
additional  expenses 

(A)  Compulsory.  Cost  of 
excess  travel. 

(B)  N on-compulsory.  Excess 
travelling  expenses 
above  2s.  Od.  per  week. 

Paid  by  Department  within 
the  limits  of  normal  allow- 
ances payable  for  detached 
duty. 

Books  and  Materials 

Books  supplied  by 
Departments.  No 
assistance  with 
materials. 

Where  students  are 
allowed  to  retain 
text-books, 
Departments  pay 
50%  of  the  cost. 
Alternatively 
books  are  loaned 
to  students. 
Departments  pay 
up  to  100  % of 
the  cost  of 
notebooks  and 
materials. 

Time  Off 

(A)  Compulsory.  Time  off  for 
attendance  during  official  time, 
including  travelling  time.  Time 
off  during  the  day  for  private 
study  above  six  hours  per  week. 
Special  leave  with  pay  for 
examinations. 

(B)  Non-compulsory.  Time  off  for 
attendance  at  day-time  lectures, 
including  travelling  time.  Time 
off  during  the  day  for  private 
study  above  nine  hours  per  week. 
Special  leave  with  pay  for 
examinations. 

(C)  Part-time  courses.  As  in 
(i)(A)  above. 

(D)  Full-time  sandwich  courses. 

Full  term-time  attendance  at 
the  college  or  university. 

Subsistence 

Rarely  given 

Paid  by 
Department 
within  the 
limits  of 
normal 
allowances 
payable  for 
detached  duty 

Fees 

up  to  100% 
of  tuition  and 
examination 
fees 

100%  of 
registration, 
tuition, 
examination 
and  students’ 
union  fees 

(a)  External  Training 

(i)  old 

(ii)  new 

[Note.  The  previous 
distinction  between 
compulsory  and  non- 
compulsory  courses  is 
abolished] 
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APPENDIX  II 

approved  subjects  for  courses 


Accountancy 

Administration 

Central  and  Local  Government 

Industrial  , _ . 

Nationalised  Industries  and  Public  Corporations 

Computing 

Economics 

Engineering 

English  (To  “A”  level  only) 

Export  Practice 
Industrial  Relations 
Modern  Languages 
Law 

Management 

Mathematics 

Psychology 

Scientific  and  Technological  Subjects 

Sociology 

Statistics 

Surveying 

Valuing 

Work  Study 
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MEMORANDUM  No.  36 
submitted  by 

HER  MAJESTY’S  TREASURY 
June,  1967 

Complementing  and  Training  Margins 


1.  Authority  for  Training  Margins 

Paragraph  27  of  the  Assheton  Report  (Cmnd.  6525)  stated: 

“ There  must  ...  be  a clear  recognition  that  neither  teacher  nor 
taught  can  be  available  whole-time  for  effective  work.  Training  must  be 
regarded  as  part  of  the  work  of  the  Department  and  full  allowance  made 
for  it  in  all  staffing  budgets.  This  is  not  wasteful;  on  the  contrary  it  is  the 
essence  of  sound  management.” 

A Whitley  Review  of  Training  in  the  Civil  Service,  dated  23rd  September, 
1964,  re-stated  the  recommendation  in  the  Assheton  Report  adding  (para- 
graph 41): 

“ Departments  should,  in  consultation  with  the  Treasury,  review  the 
provision  they  make  for  a staff  training  margin  on  their  complement  in 
the  light  of  the  guidance  already  given.” 

This  guidance  has  remained  unaltered  since  it  was  first  introduced  in  1948 
and  is  summarised  as  follows: 

“ Effective  training  is  one  of  the  methods  of  achieving  economy  in 
manpower.  But,  if  training  is  to  be  effective,  adequate  time  for  it  must  be 
allowed,  and  in  large  departments  this  will  have  an  effect  on  staff  budgets. 
Subject  therefore  to  any  overriding  restriction  on  staff  numbers  that  may 
be  in  force,  departments  should  fix  their  complements,  in  consultation 
with  the  Treasury,  to  allow  sufficient  margin  for  training.” 

2.  Practice  in  the  use  of  Training  Margins 

The  way  such  margins  are  used  varies,  as  does  the  size  of  the  margin,  with 
training  needs  of  the  department  from  year  to  year.  Tutelage  periods  for  new 
entrants,  training  on  the  job  and  formal  training  courses  will  all  be  covered. 

It  is  obviously  easier  for  departments  in  which  there  are  large  blocks  of 
clerical  or  executive  work  to  assess  their  need  for  a training  margin,  and  to 
allocate  it  when  agreed,  than  is  the  case  for  small  departments,  or  departments 
with  large  numbers  of  small  or  specialised  sections.  Indeed,  for  most  depart- 
ments it  has  not  generally  been  found  necessary  to  make  specific  allowance  for 
training  in  determining  the  manpower  ceilings  which  are  regularly  laid  down 
by  the  Treasury.  But  overall  complements  may  be  more  generously  assessed 
when  a Department  has,  for  example,  a large  number  of  inexperienced  staff, 
and  the  needs  of  all  formal  training,  whether  carried  out  on  the  job  or  by 
means  of  organised  training  courses,  are  factors  which  are  taken  into  account 
by  Treasury  staff  inspectors  when  assessing  the  level  of  staffing  in  Departments. 
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A number  of  large  departments,  however,  such  as  Inland  Revenue,  Ministry 
of  Labour  and  Ministry  of  Social  Secunty,  have  specific  allowances  in  then 
manpower  ceilings  to  cover  absences  on  formal  training,  and  the  factors  or 
divisors  by  which  staff  numbers  are  related  to  workloads  contain  a lowances 
for  desk  training  and  supervision.  These  allowances  may  amount  to  several 
hundred  staff  units.  In  the  case  of  the  Inland  Revenue  the  number  is  currently 
ov^r  1,000,  though  this  year  must  be  regarded  as  exceptional  because  of  the 
large  number  of  new  entrants. 

3 Procedure  for  determining  margins 

The  responsibility  for  determining  training  margins  rests  with  departments, 
but  where  these  have  a significant  effect  on  total  staff  numbers  departments 
will  require  to  agree  them  with  the  Treasury  complementing  divisions  as  part 
Tf  the  negotiations  leading  up  to  the  determination  of  their  staff  ceiling. 

Mareins  are  regularly  adjusted  to  take  account  of  the  need  for  formal 
training  arising,  fir  example,  from  an  increased  intake  of  new  entrants  or 
major  lhanges  in  a department’s  working  practices,  such  as  those  occasioned 
by  the  introduction  of  the  new  Supplementary  Benefits  scheme.  Adjustments 
are  less  frequently  necessary  to  allow  for  changes  in  the  nature  and  duration 
of  formal  training  itself;  but  the  increased  emphasis  now  being  Placed  °n 
training  generally,  and  major  changes  in  government  organisation  since  1964, 
have  made  it  necessary  for  some  adjustments  of  this  kind  to  take  place.  In 
addition,  more  sophisticated  forms  of  work  measurement  have  automatically 
led  to  some  reassessment  of  training  margins. 

4.  Manpower  and  cost  implications 

Short  absences  on  formal  training  can  often  be  covered  by  temporary  re- 
distribution of  work  or  times  to  coincide  with  off-peak  periods.  Both  this  and 
the  flexible  way  in  which  training  needs  are  allowed  for  in  determining  mos 
Departmental  complements  make  it  difficult  to  assess  at  ^ Precisely  *e  c0 
of  training  margins  either  in  money  terms  or  in  terms  of  additional  staff.  It 
is  certain,  however,  that  any  substantial  increase  in  training,  and  particularly 
in  the  frequency  and  duration  of  absences  on  formal  training,  would  neces- 
sitate  increases  in  complements. 

5.  Conclusion 

In  the  nature  of  things  it  is  difficult  to  give  precise  estimates  of  either  the 
cost  of  or  the  benefit  from  training  activities.  The  Civil  Service  as  a matter  o 
policy  devotes  much  time  and  attention  to  training  and  complements  are 
fixed  so  as  to  have  regard  to  the  need  for  training  margins.  We^  are  alert  to 
possible  economies  in  manpower  and  the  increased  efficiency  which  training 
can  provide,  as  well  as  to  the  clearly  substantial  benefits  in  terms  of  increased 
levels  of  interest  and  of  work  satisfaction  to  be  derived  from  improvement  m 
performance  which  training  can  help  to  provide.  It  is  of  interest  to  note ; that 
in  the  training  year  ended  31st  July,  1966,  the  total  number  of  full-time  stefl 
engaged  in  training  duties  throughout  the  Service  was  813,  and  of  part-time 
instructors  314. 
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MEMORANDUM  No.  37 
submitted  by 

HER  MAJESTY’S  TREASURY 
February,  1968 

Comparative  Costs  of  Training 


1.  The  Committee  have  expressed  interest  in  the  comparative  costs  of 
training  within  the  Civil  Service  and  of  sending  civil  servants  on  external 
courses. 

2.  Each  training  need  in  the  Civil  Service  can  be  met  in  one  of  four  main 
ways: 

(a)  Departmentally 

either  by  some  form  of  training  on  the  job  including  programmed 
instruction,  or  by  a Departmental  course; 

(i)  by  a central  Treasury  course; 

(c)  by  sending  civil  servants  on  external  courses  arranged  for  and 
attended  by  students  from  other  occupations; 

{d)  by  commissioning  outside  organisations  to  plan  and  run  courses 
specially  for  civil  servants. 

3.  The  choice  between  these  four  methods  is  made  in  the  light  of  the  follow- 
ing criteria:  costs:  effectiveness:  balancing  the  work  load  of  Civil  Service 
training  units. 

Costs 

4.  Evidence  suggests  that  that  part  of  Civil  Service  training  which  is  carried 
out  directly  by  Departments  or  by  the  Treasury  compares  favourably  in  cost 
with  the  charges  of  outside  organisations  for  courses  likely  to  meet  the  same 
need.  The  policy  is  to  “ farm  out  ” to  outside  organisations  needs  which  they 
can  meet  effectively  at  lower  cost.  For  example,  courses,  mainly  for  executive 
officers,  in  elementary  statistics  have  been  commissioned  from  the  South  West 
London  College  and  North-Western  Polytechnic;  in  general  and  contracts 
accountancy  from  the  City  of  London  College ; in  Land  Law  from  the  Holborn 
College  of  Law;  and  in  Photoprinting  from  the  George  Stephenson  College, 
Watford.  The  Board  of  Trade  recently  commissioned  the  Management 
Department  of  the  Regent  Street  Polytechnic  to  run  courses  for  their  H.E.O.s 
and  S.E.O.s  in  the  organisation  and  work  of  business  enterprise.  In  nearly  all 
these  cases  it  would  be  open  to  the  Treasury  or  a Department  to  commission 
outside  teachers  on  a fee  basis  and  organise  their  own  courses.  But  it  is  not 
done  as  this  would  cost  more. 

5.  The  following  table  compares  the  cost  of  some  courses  run  directly  by 
the  Civil  Service  with  charges  for  some  external  courses  which  are,  as  far  as 
possible,  similar  in  length,  in  seniority  of  the  members  of  the  course  and,  as 
far  as  can  be  judged,  quality  (the  same  teachers  may  appear  on  both  sides  of 
the  equation  in  taking  a session  on  the  Civil  Service  course  for  a fee  as  well 
as  teaching  on  their  own  organisation’s  course). 
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Comparative  Costs  of  Training 


Treasury  courses  Outside  courses 


Fee 

Fee 

per  head 

per  head 

C.A.S.  20-week 

C-E-I-R  8-week 

non-residential 

7 guineas 

Operational  Research 

per  day 

non-residential 

£10  per 

(total  cost  £660) 

day 

T.  and  E.  3-week 

Manchester  Business 

“ Decisions, 

School 

£300 

Techniques  and 

3-week 

plus  hotel 

Computers  ” 

total  cost 

residential : 

costs 

residential : 

£150 

T.  and  E.  Senior 

Ashridge  Management 

Management  Seminars 

College 

“ Developments  in 

“ New  thinking  and 

a) 

Business  Management  ” 

management” 

total  cost 

(at  Manchester 

5 days 

60 

Business  School) 

total  cost 

residential : 

guineas 

5 days  residential 

£55 

T.  and  E.  Senior 

University  of  Bradford 

35 

Management  Seminars 

Management  Centre 

guineas 

“A.D.P. : the  next 

Seminar:  2 days 

plus  hotel 

10  years  ” 

costs 

3 days  (in  1967) 

£18 

British  Institute  of 

Management 

20 

Seminar:  1 day 

guineas 

6.  The  relative  economy  of  Civil 

Service  courses  is  probably  due  to  at 

least  four  factors : 


(1)  keeping  the  number  of  directing  staff  to  a minimum,  e.g.  the  C.A.S. 
was  set  up  by  two  administrators,  one  economist,  one  E.O.  and  two 
typists,  and  without  any  clerks,  registry  or  messengers. 

(2)  accommodating  training  in  suitable  but  economical  buildings,  e.g. 
the  Regent’s  Park  accommodation  of  C.A.S.  and  Treasury  Training 
Division  is  far  cheaper  than  that  of  business  schools  in  country  houses 
or  in  modern  office  blocks  in  the  centre  of  cities. 

(3)  only  running  residential  courses  when  the  extra  cost  will  clearly  be 
offset  by  some  benefit. 

(4)  visiting  teachers  often  accept  from  Government  Departments  less 
than  their  normal  scale  of  fees. 

7.  The  costs  of  Civil  Service  courses  are  calculated  on  a standard  system 
prepared  by  a professional  accountant  in  the  Management  Services  Division 
of  the  Treasury.  All  direct  and  indirect  costs  are  included,  e.g.  superannuation, 
central  services  like  the  provision  of  suitable  premises,  including  rent,  and 
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photocopying,  and  travelling  costs.  The  costing  of  each  course  in  this  way  is 
used  both  for  management  purposes  and  to  define  the  fees  which  are  paid  for 
courses  by  bodies  like  the  U.K.A.E.A.,  Northern  Ireland  Government  and, 
more  recently,  Canadian  and  Irish  Governments  who  have  sent  civil  servants 
on  Treasury  courses. 

8.  The  Treasury  can  only  compare  its  own  costs/charges  with  outside 
charges.  These  may  be  higher  or  lower  than  costs.  For  courses  with  an  educa- 
tional content  run  within  the  state  education  system,  the  fees  may  often  be  less 
than  costs.  On  the  other  hand,  business  schools  or  management  consultancy 
firms,  quite  properly,  may  be  running  courses  at  a profit — or  using  the  price 
mechanism  as  a way  of  reducing  an  inbalance  between  the  demand  for  places 
and  the  supply. 

9.  An  important  aspect  of  cost  of  training  is  that  the  fees  paid,  or  the  costs 
of  running  a Civil  Service  course,  usually  represent  no  more  than  50  per  cent 
of  the  total  “ cost  ” of  the  training,  the  balance  being  represented  by  the  pay 
of  the  civil  servants  while  on  the  course.  As  a general  rule  the  proportion  of 
the  total  cost  of  training  represented  by  the  fees  for  the  course  decreases  as  the 
seniority  of  the  civil  servant  attending  increases.  For  example,  if  an  Assistant 
Secretary  attends,  as  one  is  at  present,  the  6-month  course  at  the  Oxford 
Centre  for  Management  Studies  the  fees  represent  only  about  37  per  cent  of 
the  total  cost.  Variations  between  Civil  Service  costs  and  outside  charges  are, 
therefore,  of  less  significance  to  total  cost  than  might  at  first  sight  appear. 

Effectiveness 

10.  This  has  tended  in  the  past  to  be  the  most  important  of  the  criteria  in 
decisions  whether  to  run  training  internally  or  externally.  Allowing  for  the 
factors  mentioned  in  paragraphs  8 and  9,  the  difference  in  cost  between  the 
cheapest  and  more  expensive  courses  with  similar  objectives  is  unlikely  to 
exceed  50  per  cent.  But  in  effectiveness  the  range  is  much  greater.  A course 
which  is  ineffective — perhaps  for  no  other  reason  than  that  it  fails  to  meet  the 
particular  need  of  the  person  attending — has  a negative  value.  The  man’s 
morale  falls  and  he  returns  to  his  Department  in  a worse  state  than  when  he 
left.  But  a good  course  which  exactly  meets  the  need  can  be  very  valuable: 
and  it  is  often  easier  for  a Civil  Service  course  to  be  tailored  to  the  need  of 
civil  servants. 

11.  This  factor  seems  decisive  in  having  certain  courses  for  civil  servants 
run  by  Civil  Service  organisations,  although  often  with  extensive  use  of 
outside  teachers,  e.g. 

(a)  where  the  training  need  is  peculiar  to  a Government  Department, 
e.g.  the  residential  courses  of  the  Ministry  of  Social  Security  to  train 
newly  recruited  clerks  to  deal  with  claims. 

(b)  the  management  training  needs  of  the  higher  Civil  Service.  There  is  a 
need  to  relate  the  teaching  of  concepts  and  techniques  to  actual 
problems  from  Government  Departments. 

12.  Examples  where  “ effectiveness  ” rather  than  cost  determines  external 
training  are: 

(a)  the  commissioning  of  the  Royal  Institution  to  run  the  sessions  on 
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concepts  of  science  for  Assistant  Principals.  It  would  be  impossible 
for  a Government  Department  to  organise  the  demonstrations  which 
add  greatly  to  the  lectures. 

(h)  sending  civil  servants  to  the  principal  business  schools.  The  deter- 
mining factor  here  is  not  the  quality  of  the  courses,  high  though  this 
is,  but  the  opportunity  for  civil  servants  to  meet  and  work  with 
businessmen  for  periods  of  three  months. 

Balancing  the  work  load  of  Civil  Service  Training  Divisions 

13  The  staff  of  Civil  Service  training  units  cannot  be  increased  suddenly  to 
meet  new  needs,  as  instructors  would  need  training  or  special  experience  or 
skills  which  might  not  be  readily  available.  Some  training  is,  therefore,  placed 
with  outside  organisations  not  primarily  on  either  cost  or  effectiveness  grounds 
but  because  the  Civil  Service  organisation  lacks  the  capacity  to  take  on  new 
requirements.  As  an  example,  a year  or  two  earlier  the  Treasury  ran  as  many 
2-week  management  courses  at  Principal  level  as  it  could  and  commissioned 
other  versions  of  the  same  course  from  Brunei  C.A.T.  and  Regent  Street 
Polytechnic. 

Commissioning  out  sections  of  courses 

14  This  note  has  so  far  discussed  the  criteria,  including  costs,  on  which 
the  Civil  Service  decides  between  internal  and  external  courses.  But  a new 
development  recently  in  the  20-week  C.A.S.  course  has  been  to  commission 
short  sections  of  the  course  from  outside  organisations  and  take  the  course 
to  them  for  the  studies.  The  University  of  York  has  organised  one  study  and 
the  Institute  of  Development  Studies  at  the  University  of  Sussex  another. 
There  are  problems  of  timing  in  these  arrangements  which  are  often  insoluble 
for  a 3-week  course  but  can  be  overcome  in  a 20- week  course.  This  system  may 
develop  if  in  future  there  are  larger  continuous  periods  of  training  for  civil 
servants. 
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MEMORANDUM  No.  38 
submitted  by 

HER  MAJESTY’S  TREASURY 
November,  1966 

Promotion  in  the  Administrative 
and  Executive  Classes 


1.  We  have  been  asked  for  some  background  information  and  statistics 
about  promotion. 

2.  The  basic  Civil  Service  doctrine  is  that  before  a man  can  be  promoted  he 
must  have  shown  his  fitness  for  promotion  to  a higher  grade  and  there  must 
also  be  a vacancy  into  which  he  can  be  promoted.  As  to  the  first,  the  Civil 
Service  has  been  a pioneer  of  staff  reporting,  and  the  regular  systematic 
assessment  of  individuals  is  now  highly  developed  throughout  the  Service. 
The  final  assessment  is  often  made  at  a Board  interview.  The  second  point 
is  linked  with  the  provision  of  complements  of  posts  at  different  levels  through- 
out each  Department.  Major  Departments  have  delegated  authority  for  posts 
up  to  and  including  those  of  Principal  and  Chief  Executive  Officer.  Other 
Departments  have  lower  levels  of  delegated  authority.  In  the  scientific  and 
professional  field  there  are  certain  special  arrangements  for  providing  addi- 
tional higher  posts  expressly  to  enable  “ special  merit  ” promotions  to  be 
made  independently  of  the  normal  organisation  of  departments’  work. 

Administrative  Class 

3.  The  Treasury  and  the  Civil  Service  Commission  are  especially  concerned 
with  the  maintenance  of  standards  for  entry  to  the  administrative  class,  whose 
members  are  particularly  liable  to  move  from  one  Department  to  another. 
Entry  from  other  classes  in  the  Service  includes  appointments  made  by 
selection  within  individual  departments  and  those  arising  from  special  central 
selection  exercises  conducted  by  the  Civil  Service  Commission.  Departmental 
appointments  to  the  Administrative  Class  require  Treasury  consent  and 
Departments  are  encouraged  to  invite  the  Civil  Service  Commission  to 
be  represented  on  their  selection  boards  so  as  to  ensure  an  even  standard 
throughout  the  Service.  From  time  to  time  central  exercises  are  conducted 
by  the  Civil  Service  Commission  in  co-operation  with  the  Treasury  to  give 
opportunities  for  appointment  to  the  administrative  class  on  an  inter- 
Departmental  basis.  These  exercises  are  mainly  directed  to  giving  oppor- 
tunities to  staff  in  Departments  where  there  are  either  no  or  very  few  adminis- 
trative posts,  though  other  Departments  may  also  take  part.  In  addition 
to  this  a special  exercise  was  held  in  1964  as  the  result  of  which  thirteen  mem- 
bers of  the  Scientific  Officer  Class  were  appointed  Principals.  It  is  hoped  that 
the  exercise  will  be  repeated  at  the  end  of  1966.  In  1963  an  experimental 
scheme  was  introduced  under  which  promising  younger  Executive  Officers 
should  be  given  a trial  on  administrative  work  at  the  Assistant  Principal  level 
and  if  they  were  successful  submitted  to  the  Civil  Service  Commission  for 
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tests  at  the  Civh  Servg palf  anfa  simile  elerciteTs'now  in  train.  * 

the  responsibility  of  each  rndrv  dual  Departm^  ^ permanent  Reads  of 

Prime  Minister  is  required  for  PP  Fjnance  officers  and  Principal 
Departments,  their  ointments  often  involve  promotion  and, 

Establishment  Officers  Such  app  level>  interdepartmental  transfer, 

at  the  Permanent  and  Deputy  commendations  to  the  Prime  Minister 

ir^t^  and  wth  the  departmental 

Ministers  concerned.  Administrative  Class  often  vary 

5.  Opportunities  for  Promot‘°nb  se  0f  the  differing  age  structures  and 

from  Department  to  Department  because^  t » & ^ ^ 

varying  rates  at  which  Depart  thePma;ntenance  of  similar  standards  in 
small  size  and  central l.imp°n  “,  ’Nq  department  has  a monopoly  of  talent, 
different  departments  is  e\s®nt.1,aadministrPative  cadre  occasionally  find  them- 
Departments  with  a very  average  share  of  administrative  ability, 

selves  with  either  more  or  less  th  departments.  In  practice  the  need 

though  this  is  hisshkely  to:  ^management  arises  most  often  at  the  Assistant 
for  surveillance  by  the  centra  that  the  standards  and  within  broad 

Secretary  level  for  it  >s  W* ^^fs^etary  should  be  similar  through- 
limits  the  ages  for  promotion  to  ability  and  experience 

out  the  Service.  Unless  they  are  there  is  a tailum  ^ ,q  departments 

somewhere  in  the  admn^atw  da  the  Treasury  asks  Departments 

which  are  doing  badly.  Ttaetor  '■  and  promotable  Principals  of  a 

to  provide  figures  of  prospect  t0  eVen  out  promotion  inequal- 

certain  seniority,  and  arranges  interchanges  to  * but  without 

hies.  The  number  of  KSXr be stUlmoJ  uneven  promotion 

this  system  there  would  in  f y A somewhat  similar  system,  hut 

6.  The  tables  in , Annex  I she iw ' the  >ne< P;s0  the  minimum  and 
administrative  grades  in  each  of  the  V levels  is  by  merit.  Seniority 

maximum  age  on  promotion.  well  illustrated  by  the 

p,ays  a decreasing  par the  higher  promotio„  to  grades  from 

ages  of  promotion  in  Annex  I.  than  the  average  age  promotion 

Under  Secretary  upwards  is,  each  year,  1 officers  hav£.  been  p„. 

to  the  grade  below.  In  five  out  °f  «“ ^he  average  has  been  in  the 
moted  to  Permanent  Secretary  in  their  forties  Ih >*»« J At  the 

,ow  fifties,  i.e.  with  ten  extends  from 

raiddle  ranks  the  age  variafip  ^J^ate  the  guiding  principles 

SSt toess  coupled  with  the  determination  to  promote  the 
outstanding  man  early  at  each  stage. 

E7“  a «.  b—  ca.  » a.  — "S 
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promotion  opportunities.  The  promotion  pool  works  on  a straightforward 
arithmetical  formula  under  which  opportunities  are  provided  for  promotions 
from  the  Departments  which  have  had  less  than  the  Service-wide  average  of 
promotions  in  a three  year  base  period  to  those  which  have  had  more.  The 
Treasury  draws  up  each  year  a list  of  importing  and  exporting  Departments 
and  their  quotas  in  the  light  of  the  immediately  past  three  year  average. 
Candidates  nominated  by  the  exporting  Departments  are  interviewed  by  a 
Pool  Promotion  Board  at  the  Treasury  and  assigned  to  importing  departments. 

8.  In  recent  years  there  has  been  much  more  interdepartmental  movement 
of  executive  staff  at  all  levels,  and  particularly  in  connection  with  the  dispersal 
of  Government  activity  to  the  provinces  and  the  creation  of  the  new  depart- 
ments since  the  change  of  administration  in  October  1964.  The  Treasury  has 
a central  part  to  play  in  the  management  of  these  operations,  both  to  ensure 
that  all  departments  contribute  in  fair  proportions  to  the  creation  of  the  new 
departments  and  that  the  staffs  transferred  either  sideways  or  on  promotion 
are  of  the  standards  required  to  ensure  that  the  new  tasks  can  be  discharged 
efficiently.  And  in  some  of  the  more  important  appointments  the  Treasury 
is  consulted  about  the  suitability  of  candidates  or  asked  to  sit  on  selection 
boards. 

Moreover,  methods  of  staff  appraisal  and  reporting  systems  are  the  subject 
of  constant  discussion  between  Treasury  and  Establishment  Officers  of 
departments  to  ensure  that  comparable  systems  are  in  operation  in  depart- 
ments and  that  the  best  results  are  obtained.  Increased  attention  is  also  being 
given  to  the  further  use  of  executive  staff  in  support  of  professional  officers, 
e.g.  in  legal  and  statistical  work,  and  in  the  training  of  executive  staff  in  new 
techniques  such  as  A.D.P.  work. 

9.  The  tables  in  Annex  2 show  the  numbers  and  average  age  of  promotion 
to  various  grades  in  the  General  Executive  Class  from  1960  to  1965. 
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ANNEX  1 


PROMOTIONS  IN  THE  ADMINISTRATIVE  CLASS 


To  Permanent  Secretary 

1960 

1961 

1962 

1963 

1964 

1965 

1966  (to  end  of  August) 

To  Deputy  Secretary 

1960 

1961 

1962 

1963 

1964 

1965 

1966  (to  end  August) 

To  Under  Secretary 

1960 

1961 

1962 

1963 

1964 

1965 

1966  (to  end  August) 

To  Assistant  Secretary 

1960 

1961 

1962 

1963 

1964 

1965 

1966  (to  end  August) 


5 
2 
3 

6 

3 
5 

4 


7 

9 
3 

12 

8 
14 

10 


16 

25 

24 
30 

25 
44 
25 


66 

59 

62 

75 

90 

101 

58 


Minimum 

Ages 

Median 

Maximum 

46 

50 

55 

52 

54 

56 

47 

52 

54 

51 

52 

55 

47 

53 

55 

49 

53 

59 

48 

51 

53 

44 

49 

55 

46 

51 

56 

45 

49 

50 

49 

51 

57 

46 

53 

60 

48 

51 

61 

44 

48 

57 

42 

47 

55 

41 

47 

65 

40 

46 

63 

39 

48 

58 

42 

48 

59 

42 

49 

59 

43 

47 

57 

35 

43 

58 

36 

33 
35 
35 
35 

34 


43 

42 

42 

42 

43 
39 


60 

57 
54 

58 
56 
54 
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ANNEX  2 


PROMOTIONS  IN  THE  GENERAL  EXECUTIVE  CLASS 
1960-65 


To  P.E.O. 


To  S.C.E.O. 


To  C.E.O. 

(Open  Competition  entrants) 


To  C.E.O. 
(Others) 


To  S.E.O. 

(Open  Competition  entrants) 


To  S.E.O. 
(Others) 


Year 

Number 

Average  Age 

1960 

13 

51-7 

1961 

9 

52-2 

1962 

9 

50-5 

1963 

14 

49-3 

1964 

17 

49-1 

1965 

13 

51-8 

1960 

28 

46-5 

1961 

29 

50-0 

1962 

32 

48-7 

1963 

34 

47-6 

1964 

53 

46-0 

1965 

47 

48-1 

1960 

42 

41-8 

1961 

34 

43-3 

1962 

28 

42-6 

1963 

43 

44-6 

1964 

24 

44-6 

1965 

47 

45-9 

1960 

93 

47-8 

1961 

126 

47-4 

1962 

103 

46-3 

1963 

126 

46-6 

1964 

168 

46-5 

1965 

173 

47-3 

1960 

42 

39-8 

1961 

30 

39-8 

1962 

56 

38-1 

1963 

87 

39-9 

1964 

110 

40-5 

1965 

114 

40-7 

1960 

404 

43-9 

1961 

358 

45-3 

1962 

281  ' 

44-8 

1963 

325 

45-2 

1964 

513 

471 

1965 

445 

44-5 
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To  H.E.O.  t . 

(Open  Competition  entrants) 


To  H.E.O. 
(Others) 


the  Administrative  and  Executive  Classes 


I960 

191 

31-0 

1961 

160 

32-2 

1962 

165 

33-3 

1963 

181 

32-2 

1964 

182 

33-0 

1965 

194 

32-7 

1960 

942 

42-5 

1961 

854 

44-6 

1962 

751 

42-8 

1963 

952 

43-5 

1964 

1,456 

43-9 

1965 

1,220 

43-6 
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MEMORANDUM  No.  39 
submitted  by 

HER  MAJESTY’S  TREASURY 
June,  1967 


Departmental  Promotion  Practices 


Introduction 

The  note  “Promotion  in  the  Administrative  and  Executive  Classes”1 
contained  background  information  about  promotion  and  Annex  2 of  that  note 
set  out  the  number  of  promotions  within  the  General  Executive  Class  in  the 
years  1960-65  and  also  the  average  age  at  which  officers  were  promoted.  This 
note  gives  information  about  the  position  in  the  principal  employing  Depart- 
ments regarding  promotion  to  and  in  the  General  Executive  Class,  and  in  the 
Scientific  Classes  and  the  Works  Group,  up  to  Principal  Scientific  Officer  and 
Senior  Grade  level.  The  statistics  it  contains  generally  relate  to  1965.  Each  sec- 
tion contains  information  on  the  service-wide  position  and  further  details  about 
the  practice  and  experience  of  themain  employing  Departments,  except  the  Post 
Office.  The  Departments  have  mainly  been  included  because  they  are  the  largest 
employers  of  the  staff  in  question  but  details  of  the  position  in  some  of  the 
smaller  more  rapidly  expanding  departments  have  also  been  included.  It  is 
based  on  information  supplied  by  Departments  and  on  statistics  from  the 
Central  Staff  Record.  The  statistics  relate  to  established  staff  only.  The 
sections  dealing  with  class  to  class  promotion  in  the  Scientific  Classes  have 
been  expanded  to  include  information  relating  to  the  entry  of  existing  civil 
servants  through  open  competitions  in  view  of  the  Committee’s  interest  in  this 
aspect. 

2.  It  is  necessary  to  bear  in  mind  a number  of  points  when  considering  the 
information  and  tables  in  this  paper.  Firstly  promotion  is  a matter  for 
individual  Departments  and  with  a few  exceptions  which  are  mentioned  in  the 
appropriate  sections  of  this  paper,  there  are  no  Service-wide  requirements 
regarding  the  age  and  seniority  of  persons  eligible  for  promotion.  This  is 
indeed  inevitable  in  an  organisation  of  the  size  of  the  Civil  Service.  In  the 
Executive  Class  almost  all  Departments  have  their  own  working  rules  which 
stipulate  inter  alia  that  officers  are  considered  for  promotion  only  after  a 
minimum  period  in  their  previous  grade.  Departments  normally  consult  their 
staff  associations  about  this,  but  it  should  be  emphasised  that  these  seniority 
dates  are  not  permanent  and  may  be  and  are  varied  from  year  to  year  to  meet 
changing  circumstances  and  needs.  Moreover  the  precise  considerations 
which  govern  the  fixing  of  the  limit  vary  from  Department  to  Department  and 
there  is  no  constant  relationship  between  the  seniority  limit  and  the  actual 
average  seniority  on  promotion.  Further  in  the  field  of  promotion  to  Execu- 
tive Officer  officers  up  to  the  age  of  25  have  to  take  either  the  limited  or  open 
competition. 


1 Memorandum  No.  38. 
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3.  In  the  case  of  the  Executive  Class  the  “ypr^otion  pool  has  been 


3.  In  the  case : ° _ ® compensate  for  some  of  the  inequalities  which 

devised  m an  att  p tments  This  works  on  a straightforward 

arhhme deal  formula  under  which  opportunities  are  provided  for  promotions 
anttimeucai  luimui  the  Service-wide  average  of 

from  the  which  have  had  more.The 

Treasury" draws  uj  each  year  a lift  of  importing  and  exporting  Departments 

and  their  quotas  in  the  light  oJMto ggg 

Pofl  PromotioTlloafd  at  the  Treasury  and  assigned  to  importing  Depart- 
Pool  Promoti  ^ ^ those  promoted  in  this  way  have  been 

Sdnded  in  he  figu  es  for  the  importing  Department,  because  it  is  not  practic- 
able  without  a considerable  amount  of  additional  work  to  provide  figures  for 
^exporting  Department. 

movements^r^hievitably  small  (less  than  200  in  1965)  in  relation  to  the  total 
number  of  promotion^smn^nny  rascal  n^^hinery^  especially 

DVpTAmTntrbTimpoUsing  additional  movement  that  they  would  find  it  difficult 
to  cope. 

4 It  will  be  seen  from  the  tables  that  despite  the  operation  of  the  Pool  very 
considerable  differences  between  Departments  remain  both  m the  rules  about 
entry  into  the  promotion  field,  and  in  the  average  age  and  seniority  of  those 
promoted  The  fact  that  the  statistics  relate  to  1965  (the  latest  year  for  which 
fomptoe  figures  are  available)  almost  certainly  exaggerates  this,  because  m 
that  year  the  effect  of  the  creation  of  new  departments  and  the  various  re- 
organisations  which  took  place  after  October,  1964  resulted  in  an  increase  in 
thf  number  of  promotions  but  at  the  same  time  tended  to  widen  the  disparity 
between  Departments,  as  growth  was  very  uneven.  Moreover  in  manning  the 
Service  as  a Whole  in  these  difficult  times  a number  of  older  officers  received 
promotion  that  they  would  probably  never  have  obtained  in  more  stable 
periods. 

5 The  fact  that  differences  between  Departments  were  widening  was 
recognised  at  the  time  and  at  the  end  of  1965  the  Treasury  put  forward  pro- 
posal designed  to  increase  the  effectiveness  of  the  Treasury  pool.  Discussions 
took  place  with  Departments  and  Staff  Associations  and  a number  of  mo- 
tions were  introduced  for  the  year  beginning  1st  April  1966,  which  had  the 
effect  of  increasing  Departments’  quotas  and  relating  them  more  closely  to 
current  inequalities.  Although  a number  of  more  fundamental  c Ranges 
were  considered,  it  became  apparent  that  for  various  reasons  the  increased 
quotas  were  unlikely  to  be  achieved.  In  particular  some  exporting  Departments 
experienced  considerable  difficulties  in  putting  forward  to  the  Pool  candidates 
whom  they  considered  eligible  for  promotion  at  the  same  time  as  filling  their 
own  vacancies. 

6.  Another  factor  to  be  taken  into  account  is  that,  in  recent  years,  there 
have  been  widespread  trawls  for  new  organisations  such  as  the  Land  Lornmis- 
sion  and  the  Investment  Grants  Organisation,  with  very  many  opportuni 
for  promotion  for  those  officers  prepared  to  move  to  another  location, 
has  provided  many  extra  opportunities  for  staff  to  move  if  they  had 
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necessary  willingness  to  do  so  and  were  good  enough  to  qualify.  Even  so,  it 
was  only  with  the  utmost  difficulty  that  we  found  enough  E.Os.  to  go  to  these 
organisations,  though  to  meet  the  Board  of  Trade’s  requirements  we  had  to 
remove  any  seniority  requirement  for  promotion  from  C.O.  to  E.O. 

7.  Further  modifications  in  the  Pool  machinery  are  by  no  means  ruled  out 
and  there  are  some  changes,  which,  if  they  could  be  negotiated  successfully 
with  Departments  and  the  Staff  Associations,  could  be  introduced  and  will  be 
considered  at  a more  propitious  moment.  In  the  present  circumstances  the 
Service  as  a whole  is  suffering  from  too  much  strain  of  movement  to  contem- 
plate adding  further  to  this  by  extending  the  Pool  arrangements. 
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PART  I 

THE  EXECUTIVE  CLASS 

A Promotion  from  Clerical  Officer  to  Executive  Officer 

, , „ „ OArvirp  wide  rule  that  no  promotions  could  be  made 

V"  19f  X”  e OfficerTnder  the  age  of  28.  The  age  limit  has  now 
to  the  grade  of t paragraph  2 officers  below  the  minimum  age 

been  reduced  to  25  As  stat :ea  P B and  limited  Executive  officer 

for  promotion  are  ehgffilefmbom^^^P  ^ opportunities  Fof 

competitions  an  y ; , officers  successful  in  these  competitions 

COmPuafwnnin  TaWe  ? ' Although  the  majority  of  serving  officers  becoming 
are  shown  J reach  that  grade  by  promotion  at  the  average  age  of  41, 
Executive  offic®  oromotion  of  substantial  numbers  at  all  ages  from 

*1S.  aVer,a|f  and  particularly  in  their  forties  because  of  the  large  predominance 

rf(cS.^o55S^r-  ™e  Seni°rity  " 12  ‘°  13  yearS' 

Table  1 

Numbers  of  General  Clerical  Officers  entering  General  Service  Executive 
Officer  Grade 


Method  of  Entry 
By  promotion  ... 

By  limited  competition 
By  open  competition  ... 


(1965) 

Number 
...  2,284 

171 
277 


Average  Age 
41 T years 
25-3  years 
21-0  years 


Seniority 
12-9  years 
5-7  years 
2T  years 


9 The  position  regarding  promotion  in  certain  Departments  in  1965  is 

jn  Table  2 below.1  It  should  be  noted  that  no  Department  in  the  list 
lavs  down  any  requirement  regarding  age,  but  Departments,  except  the 
Inland  Revenue,  state  that  a minimum  period  of  service  as  Cterical  Officer  is 
necessary  before  an  officer  can  be  considered  for  promotion.  This  is  shown un 
the  final'column  of  Table  2.  Some  Departments  have  a special  arrangement 
whereby  candidates  with  special  merits  may  be  put  forwaddf^* 
seniority  than  most.  In  1965  the  minimum  seniority  required  for  the  Treasury 

pool  was  10  years. 

10  It  should  be  noted  that  there  were  substantial  changes  in  1966.  The 
seniority  necessary  for  promotion  through  the  Treasury  pool  was 

7i  yeaJand  several  Departments  made  substantial  reductions : Air  6,  Navy  7, 
the  Army  Department  to  4 years. 


" 1 This  table  and  all  subsequent  tables  exclude  any  who  reach  a higher  grade  or  class  by 
means  of  open  or  limited  competitions. 
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Table  2 

Promotions  from  Clerical  Officer  to  Executive  Officer  in  certain 
departments  in  1965 


Department 


Agriculture,  Fisheries  Sc  Food 

Aviation  

Customs  and  Excise  ... 

Defence  (Air) 

Defence  (Army) 

Defence  (Navy) 

Education  and  Science 

Health  

Home  Office  

Inland  Revenue 
Overseas  Development 
Public  Building  and  Works 
Social  Security  (N.A.B.) 
Technology 

Trade  

Transport 
Social  Security  (M.P.N.I.) 


No.  of 
C.Os.  in 
post  at 
1st  January, 
1965 

No.  of 
Promo- 
tions 

Average 
age  on 
Promotion 

Average 

Seniority 

on 

Promotion 

2,252 

50 

42-9 

12-9 

2,326 

92 

40-3 

12-8 

700 

21 

43-2 

12-8 

3,362 

67 

40-5 

13-1 

8,154 

151 

42-8 

13-0 

4,935 

190 

39-9 

13-5 

470 

35 

44-7 

14-3 

1,025 

50 

44-7 

13-6 

1,094 

55 

43  0 

11*5 

1,142 

66 

37-7 

13-9 

215 

34 

41-6 

9-8 

2,732 

119 

44-7 

15-2 

5,023 

286 

42-3 

11*2 

206J 

16 

43-5 

13-2 

1,729 

72 

45-0 

12-8 

1,307 

62 

39-4 

10-5 

16,284 

450 

42-7 

14-7 

Seniority 

necessary 

for 

considera- 

tion 


7 

5 
2 
9 

9** 

9t 

3 

7 

6 

2 

7 

3 

4 

5 
5 

n 


* 2 years  for  special  merit  candidates.  . - ,u  , 

t The  Navy  Department  is  divided  into  four  parts  for  promotion  purposes,  although 
pooling  operates.  In  the  Accounts  Department  the  seniority  necessary  was  8 years. 

X At  1st  July,  1965. 


B.  Promotion  from  Executive  Officer  to  Higher  Executive  Officer 

1 1 . There  are  no  service- wide  minimum  age  or  seniority  limits  required  for 
promotion  to  Higher  Executive  Officer.  The  seniority  needed  under  the 
Treasury  Pool  arrangements  was  8 years  in  1965,  and  the  position  in  various 
Departments  is  indicated  in  Table  4.  The  overall  picture  is  set  out  in  Table  3. 
The  Treasury  pool  minimum  was  reduced  to  between  5 and  6 years  in  1966 
and  a number  of  Departments  made  reductions  of  a year:  Home  Office, 
Aviation,  Board  of  Trade.  The  Air  Department  minimum  was  reduced  from 
7$  to  5 years  and  Technology’s  was  increased  from  3 to  4.  Tables  3 and  4 and 
subsequent  tables  for  the  Executive  Class  show  separately  those  who  entered 
the  Class  by  promotion  and  those  who  entered  by  competition  in  view  of  the 
wide  differences  in  the  average  age  of  entry  as  shown  in  Table  1. 


Table  3 

Number  of  Promotions  to  General  Service  Higher 
Executive  Officer 

(1965) 

Method  of  entry  to  Class  Number  Average  Age 

By  promotion  ...  ...  1,220  43-6 

By  open  competition 194  32-7 

Total  1.414  42-2 


Seniority 

9-4 

10-7 


9-6 
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Table  4 

Promotions  from  Executive  Officer  to  Higher  Executive  Officer  in  certain 
departments  in  1965 


Showing  Open  Competition  Entrants  and  Others 


Department 

No.  of 
E.Os.  in 
post  at 
1st  January, 
1965 

No.  of 
promo- 
tions 
(a)  (b) 

Average 
age  on 
Promotion 
(a)  (b) 

Average 

Seniority 

on 

Promotion 
(a)  (b) 

Seniority 

necessary 

for 

onsidera- 

tion 

Agriculture,  Fisheries  and 

870 

(a) 

5 

35-4 

12-4 

5 

Food  

(b) 

37 

43'2 

10'2 

Aviation  •••  

1,197 

(a) 

19 

36-6 

11-6 

]■  5 

(b) 

76 

42-1 

8-9 

r 

Customs  and  Excise 

480 

(a) 

(b) 

2 

5 

35-5 

41-2 

100 

13-8 

\ 8 

Defence  (Air)  

1,054 

(a) 

(b) 

5 

30 

32-8 

42-9 

10  8 
1 1 -3 

\ 7i 

Defence  (Army)  

1,995 

(a) 

(b) 

9 

40 

41 T 
46-1 

12-1 

11-8 

} 8* 

Defence  (Navy)  

1,459 

(a) 

(b) 

24 

85 

29-7 
43  0 

100 

8-7 

} 4t 

Education  and  Science 

277 

(a) 

(b) 

3 

30 

33-0 

39-5 

9-7 

8-7 

} 3 

Health  

520 

(a) 

(b) 

4 

41 

27-5 

411 

11-0 

6-2 

f 3 

Home  Office 

631 

(a) 

(b) 

7 

29 

310 

39-6 

9-4 

7-8 

f 5 

Inland  Revenue  

943 

(a) 

(b) 

12 

25 

360 

38-9 

11-3 

110 

V — 

Overseas  Development 

142 

(a) 

(b) 

3 

30 

32-3 

43-1 

40 

4-3 

r 2 

Public  Building  and  Works  .. 

942 

(a) 

(b) 

10 

65 

38-7 

43-6 

11-6 

81 

} 4 

Social  Security  (N.A.B.) 

3,813 

(a) 

(b) 

40 

44-2 

12-7 

} 2« 

social  Security  (M.P.N.I.)  .. 

5,219 

(a) 

(b) 

10 

135 

310 

43-5 

111 
10  5 

1 7 

Technology  

100§ 

(a) 

(b) 

3 

13 

32-3 
45  0 

13-7 

101 

r 2 

Trade  ...  

1,020 

(a) 

(b) 

8 

71 

33-5 

43-4 

12-0 

8-6 

r 3 

Transport  

673 

(a) 

(b) 

3 

38 

25-7 

42-6 

7- 3 

8- 8 

} 3i 

(a)  Open  Competition  Entrants. 

(b)  Others. 

* 5 for  special  merit  candidates. 

t Varies  from  4 to  6.  . 

J 1964.  There  was  no  board  in  1965.  In  1966  the  seniority  was  5$  years. 

§ At  1st  July,  1965. 

C.  Promotion  from  Higher  Executive  Officer  to  Senior  Executive  Officer 

12.  There  are  no  service-wide  limitations  on  eligibility.  The  seniority 
required  under  the  Treasury  pool  arrangements  was  7 years  in  1965  and  the 
position  in  various  Departments  is  indicated  in  Table  6.  The  overall  position  is 
set  out  in  Table  5.  The  Treasury  pool  minimum  was  reduced  to  between  4 and 
5 years  in  1966.  There  were  some  changes  in  1966  in  Departments.  The  Ait 
Department  minimum  was  reduced  from  7 to  6 years,  and  in  the  Ministry  ot 
Health  5£  years  became  the  minimum.  There  were  also  changes  in  the  Navy 
Department. 
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Table  5 

Number  of  promotions  to  General  Service 
Senior  Executive  Officer 

(1965) 

Method  of  entry  to  Class  Number  Average  Age  Seniority 

By  promotion  ...  ...  ...  ...  445  44-5  8-5 

By  open  competition 114  40-7  8-4 

Total  559  43-7  8-5 


Table  6 

Promotions  from  Higher  Executive  Officer  to  Senior  Executive  Officer  in 
certain  departments  in  1965  showing  Open  Competition  Entrants  and  Others 


No.  of 

Seniority 

H.E.Os.  in 

Average 

necessary 

Department 

post  at 

No.  of 

Average 

Seniority 

for 

1st  January, 

promo- 

Age  on 

on 

considera- 

1965 

tions 

Promotion 

Promotion 

tion 

Agriculture,  Fisheries  and 

(a) 

38-3 

6-3 

Food 

426 

3 

\ 4 

<b) 

16 

45-5 

9-3 

Aviation 

504 

(a) 

9 

40-1 

71 

\ 5 

(b) 

23 

46-4 

8-9 

Customs  and  Excise  ... 

213 

(a) 

— 

— 

— 

f 8 

(b) 

5 

52-0 

10-0 

Defence  (Air)  ... 

391 

la) 

1 

46-0 

9-0 

f 7 

(b) 

17 

46-7 

11*9 

Defence  (Army)  

658 

(a) 

7 

42-0 

9-7 

| 8* 

(b) 

5 

44-6 

10-4 

Defence  (Navy)  

704 

(a) 

5 

41*2 

8-0 

/ 6t 

(b) 

35 

45-5 

9-5 

Education  and  Science 

160 

la) 

3 

41-3 

7-3 

( 5 

(b) 

10 

44-2 

6-9 

302 

(a) 

10 

38-2 

8-2 

r 6 

(b) 

13 

46-1 

7-6 

Home  Office  ... 

387 

(a) 

3 

38-0 

7-7 

\ 5 

lb) 

ii 

43-8 

7-6 

Inland  Revenue 

558 

la) 

7 

45-1 

10-9 

\ _ 

(b) 

5 

44-4 

12-2 

Overseas  Development 

73 

la) 

3 

33-3 

3-3 

} i 

(b) 

15 

46-3 

4-5 

Public  Building  and  Works  ... 

451 

la) 

10 

42-6 

6-8 

\ 4 

(b) 

28 

45-9 

8-2 

J 4 

Social  Security  (N.A.B.) 

611 

fa) 

(b) 

23 

47-4 

7-1 

} 3* 

Social  Security  (M.P.N.I.)  . . . 

1,358 

(a) 

(b) 

8 

37 

41-2 

46-9 

9-0 

8-4 

} 4* 

Technology 

491 

la) 

2 

38-0 

8-0 

\ 

(b) 

1 

43  0 

6-0 

J 

476 

(a) 

7 

41-0 

10-9 

X 3 

lb) 

26 

46-6 

9-1 

i 3 

Transport 

289 

(a) 

(b) 

3 

14 

43-0 

46-6 

6-7 

8-5 

/ 4 

(a)  Open  Competition  Entrants. 

(b)  Others. 

* 41  for  special  merit  candidates, 
t 3 in  one  promotion  unit, 
t At  1st  July,  1965. 
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D Promotion  from  Senior  Executive  Officer  to  Chief  Executive  Officer 

mentals  indicated  in  Table  8.  Overall  the  position  was  as  follows: 


Table  7 

Number  of  promotions  to  General  Service  Chief 
Executive  Officer 


Method  of  entry  to  Class 
By  promotion  ... 

By  open  competition  ... 

Total  


(1965) 

Number  Average  Age  Seniority 

173  47-3  5-9 

47  45-9  6-4 


220  47-0  6'0 


14  In  1966  however  it  was  agreed  that  there  should  be  a service-wide 
• • tw  c^nioritv  limit  of  two  years  for  promotion  from  S.E.O.  to  C.E.O. 
minimum  sen  y fill  C E O vacancies  within  this  limitation  have 

other  Departments  (a  trawl). 
The  main  changes  in  Departmental  practice  in  1966  were  that  the  minimum 
Juniority  in  the  Air  Department  was  reduced  from  to  4 years,  while  in  Avia- 
tion  and  the  Home  Office  it  was  increased  from  3 to  4 years. 
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Table  8 

Promotion  from  Senior  Executive  Officer  to  Chief  Executive  Officer  in  certain 
departments  in  1965  showing  Open  Competition  Entrants  and  Others 


Department 

No.  of 
S.E.Os.  in 
post  at 
1st  January, 
1965 

No.  of 
Promo- 
tions 

Average 
Age  on 
Promotion 

Average 

Seniority 

on 

Promotion 

Seniority 

necessary 

for 

considera- 

tion 

Agriculture,  Fisheries  and 
Food  

147 

(a) 

(b) 

2 

11 

43.0 

46-3 

5-0 

7-5 

} 2 

Aviation  

177 

(a) 

(b) 

1 

7 

43-0 

47-0 

2-0 

5-7 

} 3 

Customs  and  Excise 

65 

(a) 

(b) 

1 

2 

51  -0 
50-5 

11*0 

9-0 

} 8 

Defence  (Air)  . . 

82 

(a) 

(b) 

5 

46-0 

6-4 

} 5* 

Defence  (Army)  

181 

(a) 

(b) 

1 

3' 

47-0 

47-3 

9-0 

7-3 

} 6t 

Defence  (Navy)  

227 

(a) 

(b) 

3 

13 

44-7 

48-5 

8 0 
5-5 

} 6t 

Education  and  Science 

53 

(a) 

(b) 

5 

45-4 

5 0 

J 3 

Health  

99 

(a) 

(b) 

5 

12 

41-6 

47-7 

5 0 
6-5 

1 3 

Home  Office  

107 

(a) 

(b) 

2 

5 

45-0 

48-6 

40 

5-2 

J 3 

Inland  Revenue 

141 

(a) 

(b) 

4 

3 

46-7 

52-0 

70 

7-3 

} — 

Overseas  Development 

18 

(a) 

(b) 

9 

46-3 

2-9 

y i 

Public  Building  and  Works 

137 

(a) 

(b) 

1 

11 

48-0 

45-9 

30 

4-6 

y 3 

Social  Security  (N.A.B.) 

194 

(a) 

(b) 

4 

49-7 

5-7 

\ 2i* 

Social  Security  (M.P.N.I.) 

458 

(a) 

(b) 

3 

10 

45-0 

48-8 

7-0 

6-9 

J 4 

Technology  

13§ 

(a) 

(b) 

2 

1 

45-5 

45-0 

6-0 

7-0 

} — 

Trade  

125 

(a) 

(b) 

3 

13 

44-7 

46-4 

5-3 

5-3 

y 2 

Transport  

94 

(a) 

(b) 

2 

7 

43- 5 

44- 7 

3- 5 

4- 3 

y 2 

(a)  Open  Competition  Entrants. 

(b)  Others. 

* 1964.  No  boards  were  held  m 1965. 

U S^Tpromo“faNo  board  in  another.  At  this  level  promotions  are  made 
between  units. 

§ At  1st  July,  1965. 
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PART  II 


THE  SCIENTIFIC  AND  THE  WORKS  GROUP 

General  , . ... 

15  Somewhat  different  considerations  apply  m the  scientific  and  pro- 
fessional  field  The  Scientific  Classes  and  the  Works  Group  both  contain 
officers  in  different  disciplines  and  their  promotion  opportunities  depend  to  a 
much  (treater  extent  than  is  the  case  with  the  Executive  Class  on  the  nature  of 
the  iobs  available.  Thus  in  most  of  the  main  employing  Departments  no 
minimum  seniority  is  laid  down  for  entry  to  the  promotion  field  and  all 
o”s  ta  the  ?adey  below  are  eligible.  Moreover  in  the  Scientific  Officer  Class 
flexible  complementing  exists  between  the  Scientific  Officer  and  Senior 
Scientific  Officer  grades  so  that  officers  do  not  have  to  wait  for  particular 
posts  to  become  available.  An  arrangement  with  a similar  effect  applies  at 
p.S.O.  level.  (See  paragraph  26  below.) 

16  The  former  Ministry  of  Aviation,  in  order  to  ensure  that  the  best  officers 
were  promoted  quickly  enough  to  fill  the  very  highest  posts  in  due  course  and 
at  the  same  time  that  officers  of  lower  quality  made  reasonable  progress,  used 
a series  of  “age  guides”  to  determine  promotion  in  the  Scientific  Classes.  The 
guide  relates  an  officer’s  technical  quality,  on  a scale  ranging  from  Alpha  plus 
io  Beta  to  a minimum  age  at  which  such  an  officer  could  expect  to  achieve  the 
various  promotions.  Thus  the  age  guide  for  promotion  to  Principal  Scientiic 
Officer  varies  from  28  for  the  exceptionally  brilliant  Alpha  plus  officer,  to  44 
for  the  average  man  of  reasonable  competence  assessed  as  Beta.  A similar 
system  operated  in  the  Ministry  of  Technology. 


1.  Scientific  Assistant  Class 
A.  Scientific  Assistant  to  Senior  Scientific  Assistant 

17  There  are  no  service-wide  limitations  but  the  Meteorological  Office(Air 
Department)  which  is  a large  employer  has  a minimum  seniority  of  8 years.  la 
the  Ministry  of  Agriculture  the  field  is  normally  restricted  to  officers  over  27 
although  in  exceptional  circumstances  a minimum  age  of  24  years  has  been 
adopted.  There  were  79  promotions  to  Senior  Scientific  Assistant  m 1965 
with  an  average  age  of  37-5  and  average  seniority  of  10-2. 

18.  The  following  table  shows  the  position  in  the  main  employing  Depart- 
ments. 


Table  9 


Promotion  from  Scientific  Assistant  to 
Senior  Scientific  Assistant 


Agriculture  ... 

No.  of  S.As 
in  post 
1st  January 
1965 
285 

Aviation 

86 

Defence  (Air) 

685 

Defence  (Army) 

113 

Defence  (Navy) 

306 

Technology  ... 

166* 

* At  1st  July,  1965. 

Average 

Average 

No.  of 

Age  on 

Seniority  on 

Promotions 

Promotion 

Promotion 

1 

31-3 

6-9 

11 

?7-7 

11-7 

18 

36-2 

13-9 

21 

39-3 

9-7 

10 

41 T 

11-9 

4 

41-5 

9-2 
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B.  Promotions  to  the  Experimental  Officer  Class 

19.  The  general  rule  is  that  officers  cannot  be  promoted  to  the  grades  of 
Assistant  Experimental  Officer  or  Experimental  Officer  if  they  are  under  31 
and  so  eligible  for  the  open  competitions.  Officers  suitable  for  entry  to  the 
Class  in  the  grade  of  Assistant  Experimental  Officer  should  normally  qualify 
for  it  before  this  age  and  promotion  is  therefore  exceptional.  One  such  pro- 
motion was  recorded  in  1965,  at  age  34.  Promotions  from  Senior  Scientific 
Assistant  to  Experimental  Officer  were  recorded  in  1965  for  the  main  employ- 
ing Departments  as  follows : 

Table  10 


Promotions  from  Senior  Scientific  Assistant  to 
Experimental  Officer 

(1965) 


Agriculture  . . . 
Aviation 
Defence  (Air) 
Defence  (Army) 
Defence  (Navy) 


No.  ofS.S.As. 
in  post  at 

Average 

Average 

1st  January, 

No.  of 

Age  on 

Seniority  on 

1965 

Promotions 

Promotion 

Promotion 

78 

3 

37-7 

6-3 

167 

7 

44-3 

11-6 

268 

8 

42-2 

8-9 

119 

6 

42-0 

80 

237 

6 

44-3 

9-2 

In  the  Service  as  a whole  40  per  cent  of  those  entering  the  Assistant  Experi- 
mental Officer  Grade  in  an  established  capacity  and  30  per  cent  of  those 
established  in  the  Experimental  Officer  Grade  were  established  serving  civil 
servants  in  other  Classes,  mostly  the  Scientific  Assistant  Class.  When  an 
internal  candidate  is  interviewed  by  the  Commission  a member  of  his  Scientific 
Establishment  is  usually  on  the  Board.  In  the  case  of  Scientific  Assistant 
applicants  for  Experimental  Officer  appointment,  the  presence  of  the  Estab- 
lishment’s Representative  coupled  with  a strong  recommendation  from  the 
candidate’s  department,  only  gives  an  advantage  to  the  man  whose  experi- 
mental and  practical  abilities,  which  are  difficult  to  judge  in  an  interview,  are 
reported  on  very  favourably.  The  Scientific  Assistant  applying  for  the  first 
time  for  promotion  to  the  E.O.  Class  is  always  interviewed  if  he  is  eligible  and 
he  is  also  granted  an  interview  if  he  applies  on  the  last  occasion  on  which  he  is 
eligible  as  far  as  age  is  concerned. 

2.  Experimental  Officer  Class 

A.  Assistant  Experimental  Officer  to  Experimental  Officer 

20.  In  1965  the  overall  position  was  that  233  were  promoted  to  the  Experi- 
mental Officer  Grade  out  of  a total  of  1,248  Assistant  Experimental  Officers 
in  post  at  1st  January,  1965.  The  average  age  was  33-9  and  the  average  senior- 
ity 5-8  years.  Officers  below  26  are  not  eligible  to  enter  the  open  competition 
for  this  grade  and  Assistant  Experimental  Officers  are  not  promoted  to 
Experimental  Officer  below  this  age.  In  the  Meteorological  Office  there  is  a 
minimum  seniority  of  5 years,  and  in  the  Ministry  of  Agriculture  3 years. 
Table  13  shows  the  position  in  the  main  employing  Departments. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


576 


Departmental  Promotion  Practices 


Table  13 

Promotions  from  Assistant  Experimental  Officer  to  Experimental  Officer  in 
certain  departments  in  1965 


Department 


No.  of  A.E.Os. 
in  post  at 
1st  January, 
1965 


Agriculture, 

Fisheries  and  Food 

Aviation  

Defence  (Air) 
Defence  (Army) 
Defence  (Navy) 

Technology 

Transport  

* At  1st  July,  1965. 


72 

243 

231 

117 

121 

307* 

28* 


Average 

Average 

No.  of 

Age  on 

Seniority  on 

Promotions 

Promotion 

Promotion 

12 

30-4 

4-8 

28 

32-7 

7-2 

29 

30-8 

4-7 

18 

29-5 

5-2 

20 

32-6 

5-1 

40 

28-8 

6-2 

10 

29-5 

3-3 

B.  Experimental  Officer  to  Senior  Experimental  Officer 

21  In  1965  there  were  3,439  Experimental  Officers  and  153  promotions  to 
Senior  Experimental  Officer  at  an  average  age  of  42-5  and  an  average  seniority 
of  10-8  years.  In  the  Meteorological  Office  a minimum  seniority  of  9 years 
necessary,  but  otherwise  there  are  no  limitations  on  the  held. 

22.  Table  14  shows  the  position  in  the  main  employing  Departments. 


Table  14 

Promotions  from  Experimental  Officer  to  Senior  Experimental  Officer  in 
certain  departments  in  1965 


Department 

Agriculture, 

Fisheries  and  Food 

Aviation  

Defence  (Air) 
Defence  (Army) 
Defence  (Navy) 
Technology  ... 
Transport  


No.  of  Ex. Os. 
in  post  at 

Average 

Average 

1st  January , 

No.  of 

Age  on 

Seniority  on 

1965 

Promotions 

Promotion 

Promotion 

127 



— 

— 

859 

36 

42-5 

9-8 

409 

14 

42-7 

13-8 

435 

15 

40-7 

12-5 

574 

18 

40-9 

11-3 

533* 

28 

40-7 

8-8 

85* 

6 

42-5 

6-4 

* At  1st  July,  1965. 


C Senior  Experimental  Officer  to  Chief  Experimental  Officer 

23.  There  are  just  over  200  Chief  Experimental  Officers  and  1,400  Senior 
Experimental  Officers  and  in  1965  there  were  26  promotions  to  Ch  ef  Expe 
mental  Officer  at  an  average  age  of  50-3  and  an  average  seniority  of  10  4 years. 
The  numbers  were  too  small  to  warrant  a tabular  breakdown  by  Departments. 
The  Meteorological  Office  has  a seniority  limit  of  9 years. 
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D.  Experimental  Officer  Class  to  Scientific  Officer  Class 

24.  Members  of  the  Experimental  Officer  Class  an.  * 

Scientific  Officer  Class  by  the  open  competition  and  thi!  fs  jhe  most  usual 
method  of  movement  from  one  class  to  the  other.  In  the  last  three  years  taken 
together  civil  servants  in  other  classes,  mainly  the  Experimental  Officer  Ckss 
have  provided  11  per  cent  of  competition  entrants  and  16  per  cent  of  a ! 
entrants  to  the  two  recruitment  grades  of  the  Scientific  Officer  Class  Estab 
fished  members  of  the  Experimental  Officer  Class  who  compete  for  Scientific 
Officer  posts  have  the  following  advantages : P entmc 

(i)  Promotion  or  regrading  starting  pay  terms  if  they  are  more  favourable 
than  the  normal; 

(ii)  Extension  of  the  upper  age  limit  from  under  29  to  under  32; 

(iii)  Those  who  do  not  have  the  formal  entry  qualifications  and  are  at 
least  28  and  under  32  may  be  considered  on  the  recommendation  of 
their  Departments. 


Members  of  the  Experimental  Officer  Class  who  compete  for  Senior  Scientific 
Officer  posts  do  so  on  the  same  terms  as  outside  candidates.  When  an  internal 
candidate  is  interviewed,  however,  a member  of  his  Scientific  Establishment  is 
usually  on  the  Board.  The  Civil  Service  Commission  advises  that  this  does 
not  usually  give  any  significant  advantage,  though  it  may  occasionally  do  so 
when,  e.g.,  a nervous  candidate  may  be  encouraged  by  the  person  from  his 
Establishment  to  make  a good  point  which  otherwise  he  might  have  omitted. 

Members  of  the  Experimental  Officer  Class  over  31  may  be  promoted  to  the 
Scientific  Officer  Class.  Promotion  takes  place  at  various  levels  as  Table  15 
shows.  Departments  do  not  lay  down  any  other  limitations  regarding  age  or 
seniority,  although  they  are  particularly  enjoined  to  maintain  the  standard 
of  the  Scientific  Officer  Class  and  they  have  been  invited,  with  a view  to 
maintaining  reasonably  uniform  standards  throughout  the  Service,  to  seek  the 
assistance  of  the  Civil  Service  Commission  in  making  such  promotions.  The 
Commission  inform  us  that  they  are  asked  to  provide  Board  members  for 
these  promotion  interviews  by  most  of  the  departments  concerned. 


Table  15 

Promotions  from  Experimental  Officer  Class  to  Scientific  Officer  Class  in 
certain  departments  in  1965 


Average 
Seniority 
in  grade 


Department 

Promotion 

No.  of 

Average 

from  which 

From 

To 

Promotions 

Age 

Promoted 

Defence 

f Exp.O. 

S.S.O. 

2 

37 

8 

(Army) 

\C.  Exp.O. 

S.P.S.O. 

1 

46 

7 

Defence 

f Exp.O. 

S.S.O. 

1 

35 

6 

(Navy) 

\S.  Exp.O. 

P.S.O. 

3 

48 

9 

Technology 

f Exp.O. 
\C.  Exp.O. 

S.S.O. 

S.P.S.O. 

1 

1 

34 

46 

4 

5 
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Scientific  Officer  Class 


A.  Scientific  Officer  to  Senior  Scientific  Officer 

25  As  mentioned  above  (paragraph  15)  there  is  flexible  complementing 
between  these  two  grades.  The  general  rule  is  that  officers  may  not  be  promoted 
below  the  age  of  26  which  is  the  minimum  age  for  entry  by  the  competition.  In 
addition  the  Meteorological  Office  and  the  Ministry  of  Agriculture  lay  down 
a minimum  seniority  of  3 years.  The  overall  position  m 1965  was  that  there 
were  56  promotions  to  S.S.O.,  with  an  average  age  of  30'0  and  an  average 
seniority  of  4 years.  The  position  in  the  main  employing  Departments  is  shown 
in  Table  16. 

Table  16 


Promotions  from  Scientific  Officer  to  Senior  Scientific  Officer  in  certain 
departments  in  1965 


No.  of  S.Os. 
in  post  at 
1st  January , 


Department 

1965 

Agriculture, 

Fisheries  and  Food 

22 

Aviation  

65 

Defence  (Air) 

22 

Defence  (Army) 

15 

Defence  (Navy) 

27 

Technology 

45* 

Transport 

* At  1st  July,  1965. 


Average 

Average 

No.  of 

Age  on 

Seniority  on 

Promotions 

Promotion 

Promotion 

6 

34-7 

7-5 

20 

29-9 

3-1 

5 

28-8 

4-0 

2 

29-5 

5-5 

5 

28-8 

3-2 

9 

29-0 

3-4 

1 

33'0 

3 0 

B.  Senior  Scientific  Officer  to  Principal  Scientific  Officer 

26  There  is  no  general  rule  regarding  age  or  seniority.  Flexible  comple- 
mentine  as  such  does  not  apply  at  this  level,  but  because  the  distribution  of 
P.S.O.  posts  changes  continually  with  the  needs  of  the  work  the  tagger  em- 
ploying Departments  have  been  given  freedom  to  promote  officers  to  the 
P S O grade  when  this  is  merited  provided  they  do  not  exceed  a certain 

?60  40)  between  the  numbers  at  P.S.O.  level  and  above  and  numbers  in  the 

S O/SSO  grades.  In  Departments  with  small  establishments  of  scientists  if 
the  promotion  of  able  people  is  retarded  through  lack  of  higher  posts  the 
Treasury  can  deal  with  such  cases  on  an  ad  hoc  basis,  e.g.  m the  Mims  ry 
Agriculture  such  cases  are  put  forward  for  consideration  after  the  age  °f  35 
and  40  for  officers  of  outstanding  calibre  and  officers  of  proved  ability. 

27  There  were  150  promotions  to  P.S.O.  in  1965  at  an  average  age  of  39-6 
and  with  an  Iverage  seniority  of  6-6  years.  Table  17  gives  details  of  promo- 
tions  in  the  main  employing  Departments. 
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Table  17 


Promotions  from  Senior  Scientific  Officer  to  Principal  Scientific  Officer  in 
certain  departments  in  1965 


• 

No.  ofS.S.Os. 
in  post  at 
1st  January , 

No.  of 

Average 
Age  on 

Average 
Seniority  on 

Department 

1965 

Promotions 

Promotion 

Promotion 

Agriculture, 

Fisheries  and  Food 

41 

8 

41-1 

8-8 

Aviation  

234 

32 

37-3 

5-9 

Defence  (Air) 

29 

4 

37-8 

7-8 

Defence  (Army) 

53 

11 

37-8 

6-3 

Defence  (Navy) 

144 

24 

37-2 

5-9 

Technology 

163* 

26 

37-6 

5-8 

Transport  

* At  1st  July,  1965. 

21* 

2 

35-5 

5-5 

Works  Group1 

28.  There  are  no  general  age  or  seniority  limits  for  promotion  to  the  Main 
and  Senior  Grades.  The  average  ages  of  promotions  and  seniority  in  the 
previous  grade  are  given  in  Table  18. 


Table  18 


Promotions  to  Works  Group,  Main  and  Senior  Grade 

(1965) 

Average 
Seniority  in 

Grades  to  which  Number  Average  Age  grade  from 

Promoted  Promoted  on  Promotion  which  Promoted 


Main  Grade  ...  ...  ...  148  44-9  8-2 

Senior  Grade  ...  ...  ...  106  46-2  9-1 


29.  It  should  be  noted  that  entrants  to  the  Basic  Grade  include  officers 
promoted  from  the  technical  classes  as  well  as  direct  entrants  and  this  is 
reflected  in  the  comparatively  high  average  age  of  promotion  and  average 
seniority  in  Table  18  and  also  in  Tables  20  and  21.  A third  of  those  promoted 
to  Main  Grade  in  1965  had  an  average  seniority  of  less  than  five  years  and  a 
third  of  those  promoted  to  Senior  Grade  had  a seniority  of  6 years  or  less. 
More  than  a quarter  of  those  promoted  to  the  Main  Grade  were  less  than  40 
and  a fifth  of  those  promoted  to  the  Senior  Grade. 

30.  The  position  in  the  main  employing  Departments  in  1965  is  set  out  in 
Tables  19  and  20.  In  general  entry  to  the  promotion  field  is  not  limited  by 
rules  relating  to  seniority  or  age.  There  are  some  exceptions  to  this.  In  the 
Navy  Department  a seniority  of  two  years  is  required  before  an  officer  can  be 

1 This  section  deals  only  with  the  general  service  classes  and  not  with  the  departmental 
classes  related  to  the  Works  Group. 
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. , , r nmntmn  tn  either  Main  or  Senior  Grade.  (This  does  not 

considered  for  pro  Engineering  service  which  is  a separate  unit  for 

apply  in  the  Roya  Transt)ort  there  are  seniority  limits  which  vary 

promotion  purposes.)  In  Transport  ther  ■ who  account  for 

according  to  required  for  the  basic 

iadeeqtUoamaL  grade  and  4 ^ars  for  main ^rade  to  £££££%£ 

Basic  Gr’ade  level. 

31  In  the  Ministry  of  Aviation  officers  in  the  Works  Group  are  reviewed 
31.  in  the  Mimsi  y hranches  0r  after  three  years  without  a review.  In 

toMTnTst”  Publl  Building  and  Works  there  are  no  limitations  but, 
althoueh  there  have  been  one  or  two  very  rapid  promotions  in  recent  years,  the 
facuhat  no  reports  are  made  on  staff  during  their  first  year  in  any  grade  means 
there  ts  little  evidence  on  which  to  base  consideration  of  such  people. 


Table  19 

Promotions  from  Works  Group  Basic  Grade  to  Main  Grade 
in  certain  departments  in  1965 


Department 


No.  of  Basic 

Grade  in  post  Average 

at  1st  January,  No.  of  Age  on 

1965  Promotions  Promotion 


Average 
Seniority  on 
Promotion 


Agriculture, 

Fisheries  and  Food 
Defence  (Air) 

Defence  (Army) 
Defence  (Navy) 
Education  and 

Science  

Health  

Home  Office 
Public  Building  and 

Works  

Transport  


84 

30 

66 

27 

2 

1 

5 

553 

15 


42-3 

5-4 

500 

90 

46-1 

9-2 

41-5 

3-5 

37-5 

6-0 

44-0 

8-0 

44-0 

90 

38-3 

7-0 

40-2 

1-4 
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Table  20 

Promotions  from  Works  Group  Main  Grade  to  Senior  Grade 
in  certain  departments  in  1965 


No.  of  Main 


Department 

Grade  in  post 
at  1st  January, 
1965 

No.  of 
Promotions 

Average 
Age  on 
Promotion 

Average 
Seniority  on 
Promotion 

Agriculture, 

Fisheries  and  Food 

no 

6 

50-2 

14-7 

Defence  (Air) 

38 

— 



Defence  (Army) 

119 

5 

56-4 

16-2 

Defence  (Navy) 

81 

4 

44'8 

8-3 

Education  and 
Science 

13 

2 

40  0 

80 

Health  

30 

5 

41-0 

3-6 

Home  Office 

20 

— 

— 

Public  Building  and 
Works  

1,056 

36 

48 '5 

10-8 

Transport  

187 

11 

467 

8-5 
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MEMORANDUM  No.  40 
submitted  by 

HER  MAJESTY’S  TREASURY 
WITH  NOTES  BY 

HOME  OFFICE,  MINISTRY  OF  HOUSING  AND  LOCAL 
GOVERNMENT  AND  MINISTRY  OF  POWER 
November,  1966 

Patterns  of  Administrative  Class  Careers 


1.  The  Committee  asked  for  information  about  the  rate  of  movement 
between  Departments  in  the  Administrative  Class  and  how  the  moves  related 
to  knowledge  required  for  the  post  and  the  knowledge  possessed  by  the  man 
put  into  it. 

2.  The  Annexes  to  this  note  contain  information  relating  to  the  position  in 
three  Departments:  the  Home  Office,  the  Ministry  of  Housing  and  Local 
Government,  and  the  Ministry  of  Power.  Each  Annex  consists  of  a note  on 
the  Department’s  staffing  problems  and  practice  together  with  a number  of 
tables.  Departments  were  asked  about  the  proportion  of  administrative  jobs 
which  had  a high  technical  content  requiring  a detailed  knowledge  of  their 
subject  matter,  their  policy  in  filling  such  posts  and  the  effect  of  educational 
background.  It  was  suggested  that  “technical”  should  not  be  interpreted  too 
narrowly  and  that  posts  should  be  regarded  as  technical  if  they  demanded  a 
high  level  of  knowledge  and  expertise  in  a particular  field  which  was  confined 
to  that  post  or  to  a small  group  of  posts  and  not  likely  to  be  acquired  or  of  use 
elsewhere  in  the  Departments. 

3.  The  tables  prepared  by  Departments  show  the  movement  of  administra- 
tive staff  both  as  between  Departments  and  jobs.  The  figures  refer  to  this  year 
although  the  exact  date  varies  as  between  the  three  Departments.  The  general 
situation  revealed  by  these  figures  is  one  of  considerable  movement  of  staff, 
although  the  pattern,  as  reported,  is  not  identical.  No  one  Department  can 
be  taken  as  typical  of  others  in  the  field  of  Government.  But  what  is  general  to 
all  Departments  is  the  management  practice  of  interchange  of  administrative 
staff,  particularly  those  who  are  going  to  reach  the  highest  levels,  so  that  they 
may  widen  their  experience.  The  Permanent  Secretaries  of  these  three  Depart- 
ments have  all  been  Permanent  or  Deputy  Secretaries  in  other  Departments. 
The  Deputy  Secretaries  in  these  three  Departments,  taken  together,  have  been 
in  more  posts  outside  their  present  Departments  than  within  them.  At  the 
Under  Secretary  level,  in  the  case  of  Housing  and  Transport,  over  a third  of 
the  previous  posts  held  have  been  in  other  Departments. 

4.  The  Service  follows  a deliberate  policy  of  interchange  of  administrative 
staff,  both  within  and  between  Departments.  Special  attention  is  given  to  this, 
and  particularly  to  inter-Departmental  moves  in  the  career  development  of 
those  likely  to  reach  the  highest  posts.  In  periods  of  stability  such  interchange 
between  Departments  is  centrally  planned  in  consultation  with  Departments. 
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In  the  last  two  years  the  creation  of  new  Departments  and  the  expansion  of 
Service  activities  have  made  it  unnecessary,  and  indeed  impossible,  to  proceed 
with  more  deliberate  central  schemes  of  cross-fertilisation.  Vacancies  have 
had  to  be  filled  with  speed  so  as  to  ensure  that  new  sectors  of  government 
activities  were  manned,  but  this  has  been  done  with  regard  to  the  best  interests 
of  career  management  in  the  moves  which  we  have  made.  The  expansion  of 
government  activity  has  necessarily  been  uneven  as  between  different  Depart- 
ments. One  of  our  concerns  in  the  Treasury  has  been  to  share  out  the  effects  of 
such  expansions  so  as  to  make  the  best  use  of  the  manpower  resources  of  other 
Departments  where  similar  expansion  was  not  taking  place,  as  well  as  of  those 
Departments  directly  affected. 

5.  If  and  when  we  return  to  a period  of  greater  stability  planned  interchanges 
of  staff  will  be  conducted  again  under  central  guidance.  But  the  degree  of 
movement  imposed  in  the  last  two  years  by  the  changes  in  Government 
activity  has  been  so  great  that,  for  a time,  a period  of  consolidation  seems 
desirable. 


NOTE  BY  THE  HOME  OFFICE 

Administrative  Class  Careers  in  the  Home  Office 

The  Home  Office,  by  reason  of  the  scope  of  its  responsibilities  and  the 
nature  of  its  functions,  is  a Department  where  the  traditional  view  still  holds 
good  that  the  administrator  is  an  officer  with  an  administrative  skill  and  a 
general  background  of  knowledge  and  experience  which  can  be  exercised  in 
any  part  of  the  Department.  There  are  three  reasons  for  this.  First,  the  Home 
Office  has  such  a variety  of  diverse  responsibilities  that  there  is  no  single  part 
of  it  of  sufficient  size  to  sustain  and  provide  a career  structure  for  a body  of 
administrative  class  “experts”  in  a particular  subject.  Second,  despite  the 
variety,  there  are  certain  broad  themes  underlying  this  diversity  of  subjects 
which  provide  a basis  for  a generalized  type  of  “Home  Office  expertise”. 
Third,  in  almost  all  parts  of  the  Home  Office  there  is  a constant  flow  of  parlia- 
mentary work,  including  correspondence  from  Members  of  Parliament,  and 
skill  in  dealing  with  this  is  relevant  throughout  the  Department. 

To  deal  with  these  points  separately,  it  would  be  impossible  to  provide  a 
viable  administrative  career  structure  within  a sectional  unit  and  certainly 
out  of  the  question  to  provide  any  reasonably  planned  deployment  of  Adminis- 
trative Class  officers  throughout  the  Department  as  a whole  if  each  unit  was 
to  accommodate  Administrative  Class  “specialists  . We  have  found,  and  still 
believe,  that  the  efficiency  of  the  Department  benefits  more  from  flexibility  of 
administrative  posting  than  from  specialization  by  administration  in  a particu- 
lar area. 

The  Home  Office  does  not,  in  fact,  require  its  administrators  to  specialize 
(though  some,  like  the  late  Sir  Lionel  Fox,  do  become  well-known  experts  in  a 
particular  field)  because  it  employs  a wide  range  of  professional  and  technical 
staff.  The  administrator’s  particular  function  remains  that  of  fusing  his 
knowledge  and  experience  with  that  of  the  specialist  in  order  to  formulate 
policy  and  to  achieve  its  execution,  in  and  through  the  machinery  of  Govern- 
ment, expressed  in  its  broadest  sense.  The  administrator  must  necessarily 
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acauire  a certain  degree  of  expert  knowledge  in  a particular  area,  and  the  mark 

This  leads  on  to  the  second  and  third  considerations.  For  all  its  diversity  of 
This  leads  on  to  tne  concerned  with  certain  broad  fields  of  public 

subjects,  the  Home  interlocking  themes  which  can  be  said  to 

policy  There . are  a n ^ kr  tQ  fhe  Horae  office.  Delinquency  is 

amount  to  a speciality  HpaI  with  crime  adult  or  juvenile,  its 

one;  several  department! i of  the  Office  dearth  Pri;on> 

is  the  theme  ° P . , , t f the  fire  civii  defence  and  immigration  depart- 

ments c£S lated  to  both  themes  is  that  of  “public  control”  as  expressed 

PsfeS2SS=JSrt?4 

form  part  of  the  gro  g ofJ  the  children’s  department;  the 

^nonsibffitv1^  °f commonwealth  immigrants;  and  increasingly 

responsibility  tor  Ef  ,p,lnm,fTlcv  The  links  between  these  themes  and  the 

ssr 

enables  them  to  be  deployed  in  any  part  of  the  Office. 

It  would  clearly  be  unwise  to  push  this  argument  too  far.  It  has  to  be 

ledge  in  a particular  area. 
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Administrative  Class  Careers  in  the  Home  Office 
(P.S.  = Permanent  Secretary;  D.S.  = Deputy  Secretary;  U.S.  = Under 
Secretary;  A.S.  = Assistant  Secretary;  P.  = Principal;  A.P.  = Assistant 
Principal.) 

(I)  Distribution  of  Staff  according  to  Tenure  of  Present  Post 


Year  of  Appointment 

I960  or  1961  to 


Grade  earlier  1963 

1964 

1965 

1966 

Totals 

P.S 1 — 

— 

— 

— 

1 

D.S ~ 2 

— 

— 

1 

3 

U.S 2 5 

4 

— 

1 

12 

A.S 6 12 

10 

5 

4 

37 

p 6 10 

12 

14 

11 

53 

A.P — — 

3 

9 

5 

17 

(II)  Average  Number  of  Previous  Administrative  Jobs  held 

123 

by  Members  of  each 

Grade 

P.S. 

D.S. 

U.S. 

A.S.  P. 

A.P. 

All  previous  jobs  8 

11-3 

7-3 

7-0  2-9 

— 

Jobs  outside  present  department  ...  8 

5'0 

0-8 

1-5  0-3 

— 

Jobs  inside  present  department  ...  — 

6-3 

6-5 

5-5  2-6 

— 

Note: 

“Administrative  Jobs”  include  those  with  overseas  Government  or  international  bodies, 
as  well  as  postings  in  the  grade  of  Assistant  Principal.  Jobs  held  by  present  A.Ps.  are  not 
shown. 


(Ill)  Proportions  and  Numbers  of  Administrators  who  have  served  in  (a)  Other 
Departments,  ( b ) the  Treasury. 

Proportions  Numbers 

(a)  Other  Departments  28  % 35 

(b)  Treasury 6-5%  8 

Note: 

“Other  Departments”  include  the  Treasury,  where  officers  have  served  in  the  Treasury 
but  not  in  another  Department.  Some  officers  have  served  in  both.  Hence  (a)  and  (b)  are 
not  mutually  exclusive,  and  should  not  therefore  be  added. 


(IV)  Average  Length  of  Service  in  Present  Grade  (years) 


P.S.  D.S. 

U.S. 

A.S.  P. 

A.P. 

9 3-0 

5-3 

7'0  7-7 

2-5 

(V)  Average  Number  of  Jobs  held  in  each  Grade 

P.S.  D.S. 

U.S. 

A.S.  P. 

A.P. 

1 13 

V2 

2-4  2-6 

2-2 

Source : Administrative  Staff  Register  at  mid-June, 

1966. 
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NOTE  BY  THE  MINISTRY  OF  HOUSING  AND 
LOCAL  GOVERNMENT 

Administrative  class  careers  in  the  Ministry  of  Housing  and  Local  Government 

1 The  Ministry  was  asked  to  provide  certain  statistics  relating  to  the  careers 
of  members  of  the  Administrative  Class  in  the  Department.  The  tables  are 
attached. 

2.  We  were  also  invited  to  consider  what  proportion  of  the  administrative 
jobs  in  the  department  have 

“a  high  technical  content  requiring  detailed  knowledge” 

of  the  subject  matter  and  how  these  jobs  were  staffed.  We  were  encouraged 
not  to  interpret  the  term  “technical”  to  narrowly  but  to  regard  a post  as 
technical  if  it  demands 

“a  high  level  of  knowledge  and  expertise  in  a particular  field  which  is 
confined  to  that  post  or  to  a small  group  of  posts  and, which  is  not  likely 
to  be  acquired  or  of  use  elsewhere  in  the  department  . 

3 The  basic  function  of  the  Ministry  is  to  exercise  certain  regulatory  and 
supervisory  roles  within  a statutory  framework  covering  a wide  but  generally 
inter-related  field  of  town  and  country  planning,  housing,  environmental 
health  water  and  sewerage  and  local  government  responsibilities.  Any 
administrator  engaged  on  the  traditional  roles  of  regulation  and  supervision 
must  quickly  gain  some  insight  into  the  principal  features  of  the  subject 
matter  with  which  he  is  dealing,  and  the  need  to  deal  competently  with  those  in 
local  government  and  statutory  undertakings  or  with  the  professional  repre- 
sentatives of  individuals  affected  by  regulatory  legislation  will  mean  that  he 
must  understand  at  least  the  main  technical  considerations  which  arise.  More- 
over in  most  of  these  fields  of  departmental  activity  the  administrator  has 
available  to  him  the  advice  of  professionally  qualified  civil  servants,  engineers, 
town  planners,  architects,  quantity  surveyors,  alkali  inspectors  and  so  on. 
The  relationship  in  this  department  between  the  administrative  branches 
and  the  professional  units  is  a close  one  and  this  in  turn  ensures  that 
the  administrator  soon  absorbs  from  his  day  to  day  contact  with  professional 
colleagues  technical  knowledge  of  his  subject  which  could  generally  be ^re- 
garded as  bringing  his  job  within  the  definition  referred  to  in  paragraph  2. 

4.  Some  examples  of  the  types  of  regulatory  job  described  are  given  below. 
These  are  not  by  any  means  the  only  jobs  in  the  Department  with  a techmcM 
content,  and  though  they  are  probably  amongst  those  with  the  highest  content 
we  would  not  want  to  attempt  to  quantify  the  number  or  proportion  ol 
administrative  jobs  which  fall  within  the  definitions  given  to  us. 

(a)  The  registration  and  licensing  of  users  of  radioactive  materials  and  the 
control  of  the  disposal  of  such  materials;  this  entails  knowledge  ot  the 
uses  made  of  radioactive  materials,  e.g.  by  industrialists,  research 
bodies,  hospitals  etc.  and  knowledge  also  of  the  radiological  hazards 
involved  in  such  uses; 

(b)  The  control,  under  town  planning  legislation,  of  development  by  the 
mineral  extractive  industries;  this  involves  knowledge  of  the  available 
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mineral  resources  and  technical  problems  concerned  with  extraction 
of  the  minerals  and  subsequent  restoration  of  the  land; 

(c)  The  prevention  of  river  and  underground  water  pollution  and  the 
control  of  the  discharge  of  trade  effluents  into  water;  this  work  en- 
tails knowledge  of  water  purification  techniques,  effluent  analysis  and 
sewage  disposal  methods. 


5.  In  recent  years  however  the  pattern  of  work  in  the  Department  has  been 
changing  with  more  emphasis  on  the  initiation  of  policies  which  go  beyond 
statutory  responsibilities.  Alongside  this  has  gone  a recognition  that  the 
Department  should  play  a more  active  role  in  promoting  higher  standards  in 
such  matters  as  house  design  and  layout  and  the  planning  of  local  authority 
central  area  redevelopment  schemes.  This  has  led  to  a greater  involvement  of 
the  administrator  in  the  economic  and  social  as  well  as  the  technical  aspects  of 
the  subjects  with  which  he  deals.  The  work  has  entailed  even  closer  day  to  day 
liason  between  the  members  of  multi-disciplinary  teams  in  which  the  adminis- 
trator has  inevitably  become  involved  in  the  development  of  all  aspects  of 
policy,  including  those  of  technical  content. 

6.  Thus,  whilst  it  has  not  been  found  necessary  in  this  Department  to  allo- 
cate administrators  with  a particular  educational  or  professional  training  to 
jobs  of  a certain  nature,  it  is  probably  the  case  that  the  Department  is  now 
finding  a smaller  proportion  of  the  members  of  its  administrative  cadre  wholly 
suitable  for  those  jobs  which  have  recently  developed  with  a wider  content 
than  that  of  regulations  and  control.  In  these  posts  there  is  a need  for  the 
administrator  to  understand  in  some  depth  technical  concepts  and  thinking 
so  as  to  get  the  atmosphere  of  the  subject  necessary  to  enable  him  to  make  a 
proper  contribution  to  such  matters  as  the  development  of  new  thinking  in 
design  and  layout,  and  the  application  of  modern  techniques  of  operational 
research  to  the  community  services  of  housing  and  town  and  urban  develop- 
ment The  qualities  needed  in  the  administrator  in  such  posts  are  not  necess- 
arily those  to  be  obtained  through  some  professional  training,  but  rather  the 
basic  intellectual  capacity  to  grasp  new  concepts  and  see  their  wider  implica- 
tions in  economic  and  social  terms. 

7 The  ability  of  the  Department  to  provide  administrators  to  fill  jobs  of  the 
wider  content  seems  likely  to  be  influenced  considerably  in  the  future  by  the 
opportunities  which  are  given  to  suitable  officers  to  obtain  relevant  experience, 
not  only  within  this  Department  but  in  others  whose  work  is  related  to  ours. 


8.  A certain  amount  of  interchange  already  goes  on  but  we  would  welcome 
attempts  to  increase  it,  particularly  if  one  of  the  prime  objects  was  to  give 
administrative  staff  at  all  grades,  up  to  and  including  Under  Secretary  le' ve  , 
opportunities  of  obtaining  experience  on  blocks  of  work  of  fairly  direct  relev- 
ance to  the  responsibilities  on  which  they  had  recently  been  employed  her  . 
This  would  often  seem  likely  to  give  more  direct  benefits  to  the  Service  tha n t 
use  of  seconded  officers  on  blocks  of  work  which  made  little  direct  use  of  th 
immediately  previous  experience  in  their  parent  Department. 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


5gg  Patterns  of  Administrative  Class  Careers 

Administrative  Class  Careers  in  the  Ministry  of  Housing  and  Local  Government 
(P.S.  = Permanent  Secretary;  D.S.  = Deputy  Secretary;  U.S.-  Under 
Secretary;  A.S.  = Assistant  Secretary;  P.  = Principal,  A.P.  - Assistant 
Principal.) 

(I)  Distribution  of  Staff  according  to  tenure  of  present  post 

Year  of  Appointment 
1961  to 
1963 


Grade 

P.S. 

D.S. 

U.S. 

A.S. 

P. 

A.P. 


1960  or 
earlier 


1964 

1965* 

1966* 

Totals 



— 

1 

1 



— 

3 

3 

1 

2 

4 

11 

5 

10 

10 

35 

13 

11 

16 

50 

6 

4 

10 

110 

D.S. 

U.S. 

A.S. 

P. 

A.P. 

10-2 

90 

7-3 

4-1 

1-5 

7-2 

3-8 

L3 

0-4 

— 

3 

5-2 

60 

3-7 

1-5 

during  the  period. 

(II)  Average  number  of  previous  administrative  jobs  held  by  members  of  each 

guide  P.S. 

All  previous  jobs  | 

Jobs  outside  present  department  ...  8 

Jobs  inside  present  department  ... 
shown. 

(III)  Proportions  and  numbers  of  Administrators  who  have  served  in  (a)  Other 

Departments,  (6)  the  Treasury  Proportions  Numbers 

(a)  Other  Departments  36,i, 

(b)  Treasury  /° 

from  other  Departments  to  this  ministry. 

(IV)  Average  length  of  service  in  present  grade  (years) 

P.S.  F.S.  U.S.  A.S.  P.  A.P. 

1 3-7  5-5  6'0  6'8  2-0 

(V)  Average  number  of  jobs  held  in  each  grade 

P.S.  D.S.  U.S.  A.S.  P.  A.P. 

2 2-3  2-0  2-2  3’6  2-5 

Source:  Departmental  Staff  Records:  mid-August,  1966. 
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NOTE  BY  THE  MINISTRY  OF  POWER 

Administrative  Class  Careers  in  the  Ministry  of  Power 

The  Ministry  of  Power  has  a high  proportion  of  scientific  and  technical 
staff,  but  these  are  mainly  concentrated  into  limited  areas  from  an  administra- 
tive point  of  view  so  that  the  number  of  administrative  staff  who  have  dealings 
with  them  is  not  large.  In  the  industry  divisions  (coal,  gas,  electricity,  oil,  and 
iron  and  steel)  and  the  related  general  division  and  finance  branches  of  the 
Accountant  General’s  Division,  most  of  the  posts  deal  with  political  and 
economic  aspects  of  the  industries  concerned.  Clearly,  incumbents  have  to 
acquire  in  the  course  of  their  work  detailed  knowledge  of  specific  aspects  of  the 
industry  with  which  they  are  dealing,  but  this  is  mainly  a matter  of  time  and 
experience  and  these  posts  are  regarded  as  comparable  and  suitable  for  the 
generality  of  officers.  There  is  a slight  tendency  to  place  officers  at  the  Assist- 
ant Secretary  level  on  work  for  which  their  earlier  experience  as  Principals 
has  given  them  some  broad  background;  however,  the  average  Principal  is 
deliberately  given  a wide  variety  of  experience. 

There  are  now  no  administrative  posts  in  the  Department  requiring  technical 
knowledge;  there  was  one  such  post  until  three  years  ago  (Controller  of  Gas 
Standards)  where  the  policy  was  adopted  of  placing  technically  qualified 
Assistant  Secretaries.  This  arrangement  had  its  difficulties  and  the  post  has 
now  been  regraded  and  so  is  filled  by  a specialist.  The  posts  which  could  be 
regarded  as  technical  according  to  the  broader  definition  suggested  for  the 
purposes  of  this  paper  are  as  follows:  one  Assistant  Secretary  and  two 
Principals  in  Safety  and  Health  Divisions;  one  Assistant  Secretary  and  one 
Principal  in  Chief  Scientist's  Division;  two  Assistant  Secretaries  (possibly) 
and  one  principal  in  Electricity  Division;  and  (possibly)  one  Assistant  Secre- 
tary in  Establishments.  The  staff  in  Safety  and  Health  Division  have  close 
dealings  with  the  Mines  Inspectorate  and  the  Safety  Mines  Establishment  at 
Sheffield  and  Buxton.  In  the  case  of  this  Division  it  is  generally  accepted  that 
too  frequent  posting  should  be  avoided  and  this  applies  especially  at  the 
Assistant  Secretary  level.  Apart  from  this  technical  aspect,  the  administrative 
work  is  intricate  and  detailed  and  there  is  always  the  problem  of  acquiring  the 
confidence  of  the  scientific  and  technical  staff.  Nevertheless  not  long  ago  an 
officer  with  no  scientific  or  technical  background  was  successfully  posted  to  this 
Division. 

In  Electricity  Division,  one  Assistant  Secretary  is  concerned  with  the 
administrative  side  of  the  Minister’s  responsibility  for  giving  consents  for 
power  stations  and  overhead  power  lines.  His  Branch  includes  a complement 
of  professional  engineers  responsible  for  the  technical  side  of  this  work  and 
the  conduct  of  public  inquiries,  There  is  also  another  complement  of  pro- 
fessional engineers  responsible  for  statutory  electricity  meter  testing.  This  is  a 
single  administrative  post  on  its  own  and,  although  the  applicant  has  no 
technical  background  or  experience,  he  has  been  engaged  on  this  work  for  a 
number  of  years.  The  other  Assistant  Secretary  post  and  the  Principal  post  are 
responsible  for  the  administrative  side  of  nuclear  safety.  It  has  not  been  the 
practice  here  to  choose  officers  specifically  for  their  technical  knowledge  or 
experience  and  shortcomings  have  not  been  experienced  as  a result  In  the 
case  of  the  Establishments  post  the  problem  of  dealing  with  the  complements 
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and  organisations  of  the  various  technical  and  scientific  staffs  in  the  Depart- 
ment does  involve  dealing  at  first  hand  with  the  personnel  concerned  and 
understanding  their  problems.  But  this  is  not  a post  which  has  been  regarded 
as  requiring  technical  background  and  experience  of  particularly  long  occup- 
ancy. 

There  are  thus  roughly  about  half  a dozen  administrative  posts  which  might 
be  regarded  as  technical  leaving  the  vast  majority  of  posts  as  general  m charac- 
ter.  The  proportion  has  not  changed  much  in  recent  years  although  the  intro- 
duction of  a Nuclear  Inspectorate  may  have  brought  one  more  post  into  this 
category.  It  is  sometimes  convenient  to  put  into  these  posts  peop  e who  have 
had  relevant  previous  experience,  and  occasionally  convenient  to  keep  people 
in  them  for  longer  than  average,  but  it  is  not  always  possible  and  would  not  be 
regarded  as  essential  in  any  case.  For  most  Assistant  Secretary  posts  in  the 
Department  an  attempt  is  made  to  choose  people  with  relevant  previous 
experience,  but  relevant  is  interpreted  quite  widely.  This  very  general  aim 
seems  to  have  been  achieved  successfully.  It  is  difficult  to  put  forward  any 
conclusive  evidence  about  the  effect  of  educational  background  on  perform- 
ance. Possibly  the  number  of  posts  concerned  is  too  small.  In  some  instances 
the  occupants  are  clearly  well  qualified  educationally  and  by  virtue  of  tech- 
nical experience.  In  others  the  occupants  have,  pnma  facie,  the  wrong  kind 
of  educational  background,  but  nevertheless  manage  to  carry  the  jobs  to  the 
satisfaction  of  the  Department. 

Administrative  Class  Careers  in  the  Ministry  of  Power 

(I)  Distribution  of  Staff  according  to  Tenure  of  Present  Post 
I960  or  1961  to 
1963 


P.S. 

D.S. 

U.S. 

A.S. 

P. 

A.P. 


earlier 


1964  1965 


1966 

1 

1 

2 

6 

6 

3 


Totals 

1 

2 

9 

25 

25 

6 

68 


(II)  Average  Number  of  Previous  Administrative  Jobs  held  by  Members  of  each 

Srade  P.S.  D.S.  U.S.  A.S.  P.  A.P. 

♦All  previous  jobs 13  11  ~ 

♦Jobs  outside  present  Department  12  7-0  J-U  DU  u-j 

Jobs  inside  present  Department  ...  1 5'0  5'0  5-2  3-2 

* Calculated  as  correctly  as  possible,  but  the  information  for  these  two  headings  cannot 
be  fully  verified  from  our  records. 

(III)  Proportions  and  Numbers  of  Administrators  who  have  served  in  ( a ) Other 
Departments,  (b)  the  Treasury. 

y Proportion  Number 

(a)  Other  Departments  35  % 24 

(b)  Treasury  
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(IV)  Average  Length  of  Service  in  Present  Grade  (years) 

P.S.  D.S.  U.S.  A.S.  P,  AP 

0-5  0-75  3-9  6-5  5-3  1-6 

(V)  Average  Number  of  Jobs  held  in  each  grade 

P.S.  D.S.  U.S.  A.S.  P.  A.P. 

1 1 1-4  2-\  2-5  1-8 

Source:  Departmental  Personal  History  Sheets:  1st  September,  1966. 
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MEMORANDUM  No.  41 
submitted  by 

HER  MAJESTY'S  TREASURY 
February,  1967 


Administrative  Class— Proportion  of  Direct 
Entrants  Reaching  Assistant  Secretary 
and  Above 


When  the  Civil  Service  Commission  gave  oral  evidence  on  6th  December, 
1966  they  were  asked  about  the  proportion  of  direct  entrants  to  the  Ad- 
ministrative Class  who  reached  the  levels  of  Assistant  Secretary  and  above. 

2 The  question  can  only  be  answered  by  reference  to  past  experience. 
From  paragraph  5 of  the  note  entitled  “ Entry  into  the  Administrative  Class 
after  the  Normal  Age"1  it  will  be  seen  that  6 per  cent,  of  pre-war  direct 
entrants  to  Assistant  Principal  born  between  1905  and  1915  who  retired  at 
the  normal  age,  or  who  are  still  serving,  did  not  reach  Assistant  Secretaiy. 
30  per  cent,  reached  Assistant  Secretary  and  64  per  cent,  went  further. 

3 Of  the  direct  entrants  to  the  Assistant  Principal  Grade  in  the  period 
1945-1947  who  were  still  in  the  Service  in  late  1966,  12  per  cent,  were  still 
Principals,  71  per  cent.  Assistant  Secretaries  and  17  per  cent,  had  reached  a 
higher  level. 

4 It  should  be  borne  in  mind  that  the  first  group  was  affected  by  the 
unique  circumstances  of  the  war  and  post-war  period  which  disrupted  the 
normal  pattern;  and  that  the  post-war  entrants  have  only  been  in  the  Service 
for  about  20  years  and  this  affects  the  proportions,  particularly  of  those 
reaching  ranks  above  Assistant  Secretary. 


1 Memorandum  No.  43. 
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MEMORANDUM  No.  42 
submitted  by 

HER  MAJESTY’S  TREASURY 
August,  1967 


Wastage  of  Principals  and 
Assistant  Principals 


The  Committee  asked  how  many  direct  entrant  Assistant  Principals  and 
Principals  left  the  Service  voluntarily  before  the  retiring  age  in  each  of  tho 
years  from  1960  to  1965,  what  pfoportion  of  the  staff  NposUn  each  of  theS 
grades  this  amounted  to  in  each  year,  how  long  those  concerned  had  been  in 

out  below6  Wh6n  th6y  eft  Snd  What  j°bS  thCy  W6nt  *°'  The  answers  are 


(i)  Numbers  leaving  voluntarily1  (Direct  entrants  only) 

1960  1961  1962  1963  1964  1965  1966 

Assistant 

Principals  1 5 4 7 6 3 7 

Principals  2 443447 

(il)  Proportion  leaving 

2.  In  round  figures  those  leaving  voluntarily  amount  (as  defined  in  the 
previous  paragraph)  to  an  average  3 per  cent,  a year  of  Assistant  Principals 
and  1 per  cent,  a year  of  Principals. 


Average 

1960-6 

5 

4 


(ni)  Average  length  of  service  of  those  leaving  voluntarily 


I960 

Assistant 

Principal 

(in  grade)  4 
Principal  (in 
Administra- 
tive Class)  10 


1961  1962  1963  1964 
2 11  2 21 
9 5 lli  11 


Average 
1965  1966  1960-6 

2 2i  2* 

8 8i  9 


"The  figures  exclude  women  leaving  for  marriage  or  family  reasons,  which  accounted 
A««?Jl!r£!8£  for,an,  additional  2 A.Ps.  and  1 Principal  each  year,  and  a very  few  cases  of 
Assistant  Principals  who  left  voluntarily  in  anticipation  of  failure  of  probation.  Principals 
leaving  over  the  age  of  53  are  also  excluded,  and  some  moves  to  approved  employment 
„ ePt  in  education  have  been  excluded  because  they  are  often  of  a temporary  nature- 
see  paragraph  3 below. 
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Wastage  of  Principals  and  Assistant  Principals 


(iv)  Jobs  taken  up 


Teaching  or  University  Appointments  

Business  

Public  Appointments: 

Local  Government  

B.O.A.C 

I.B.R.D 

Commonwealth  Government 

Religious  vocation 

Secretarial  work  (of  charitable/religious/political 

organisations)  

Freelance  writing  

Job  not  known1  » " 


Assistant 

Principals 

19 

5 

1 

1 

1 

1 

1 


4 

33 


Principals 

14 

5 

1 


2 

3 

1 

2 

28 


Approved  employment 

3  In  addition  to  those  who  left  on  approved  employment  terms  to  take 
up  teaching  or  university  appointments  and  who  are  included  in  the  above 
table  a number  of  other  direct  entrant  Assistant  Principals  and  Principals 
left  on  such  terms  to  take  up  posts  in  various  bodies  in  the  pub  he  sector  and 
in  international  organisations.  Marly  of  these  subsequently  returned  to  the 
Civil  Service,  but  the  following  table  shows  the  numbers  of  such  persons  who 
have  not  yet  returned  to  the  Civil  Service : 


Assistant  Principals 
Principals 


I960  1961  1962  1963  1964  1965  1966 
4 2 3 1 3 2 4 


4 It  can  be  expected  that  a considerable  proportion  of  those  leaving  in 
1964-1966  will  return  to  the  Civil  Service,  but  it  is  not  possible  without 
following  up  each  individual  case  to  say  what  the  proportion  is  likely  to  be 
Those  who  left  earlier  are  less  likely  to  return.  If  they  are  added  to  those 
classified  as  leaving  voluntarily  the  proportion  of  Principals  leaving  would 
rise  to  about  2 per  cent. 

5 The  jobs  taken  up  by  those  leaving  on  approved  employment  terms 
include  the  Independent  Television  Authority,  Medical  Research  Council, 
Royal  Institute  of  Public  Administration,  the  Northern  Ireland  Civil  Service, 
theVUnited  Kingdom  Atomic  Energy  Authority,  the  National  Ports  Authority 
(2),  as  well  as  various  international  organisations  and  Commonwealth 
governments. 


1 These  figures  include  in  the  case  9f  A.Ps.  3 who  decided  they  were  not  suited  to  the 
Civil  Service  and  in  the  case  of  the  Principals  1 who  had  private  means. 
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MEMORANDUM  No.  43 
submitted  by 

HER  MAJESTY’S  TREASURY 
August,  1966 

Entry  into  the  Administrative  Class 
After  the  Normal  Age 

1.  The  Committee  has  asked  for  information  about  the  careers  of  those 
officers  who  came  into  the  Administrative  Class  after  the  normal  age  of  entry 

2.  The  tables  in  paras.  4 and  5 below  indicate  the  rank  achieve  hv  «, 

rntnrhrTStafh1in  'he  rank  of : Pri"ciP«l and ^above  between 

1945  and  1949.  These  have  been  div  ded  into  two  groups-A  and  b j.TT! 
below.  The  table  also  includes  a third  group  C Ihesfare  p e wai  “t 
Principals  entrants  who  came  in  at  the  normal  age.  To  facilitate  comnarison 
between  the  progress i of  the  three  groups,  group  C covers  those  entrants  born 

sa"e  group"  ’ ^ a"  inC'Uded  in  the  ^les  are  in  tlie 

3.  The  careers  of  the  older  entrants  who  came  into  the  Service  from  1959 

onwards  will  be  covered  by  the  Committee’s  follow-up  enquiry  into  uost 
1948  entrants  to  the  Administrative  Class.  q y p st 

4.  Group -This  group  consists  mainly  of  officers  who  came  into  the 
Service  during  the  war  (when  new  entrants  were  not  being  established)  and 

tnr°tuerLSUhreC|Ueint  y ®stabl,8ll«*.  somo  of  them  above  the  rank  of  Principal 
(Of  the  66  referred  to,  1 was  established  as  Under  Secretary,  2 as  Principal 
Assistant  Secretaries  -an  obsolescent  rank— and  13  as  Assistant  Secretaries.) 

Group  E.-— This  group  consists  of  officers  who  entered  as  Principals  throuah 
reconstruction  competitions,  including  ex-Forces,  ex-Indian  Civil  Servants 
and  some  not  established  under  the  procedures  for  Group  A. 

PH^,^“Al®Xplain'd‘b0Ve’  con“t8  of  Prc'war  entrants  as  Assistant 
Principals  born  between  1905  and  1915, 

The  total  numbers  in  each  group  were : 


A 

B 

C 


112 

138 

313 


A proportion  of  each  group  resigned  before  the  normal  age  of  retirement 
Z fa™d  t0 ’ P°8ts  outside  the  Home  Civil  Service.  Those  who  stayed 
on  in  the  Home  Civil  Service  numbered: 


A 

B 

C 


66 

94 

225 


595 


Printed  image  digitised  by  the  University  of  Southampton  Library  Digitisation  Unit 


ig  Entry  into  the  Administrative  Class  after  the  Normal  Age 

5.  The  following  table  illustrates  the  rank  reached  by  those  who  stayed  on: 


A 

B 

C 

Permanent  Secretary 

7-6% 

-% 

10-7% 

Deputy  Secretary  ... 
Undersecretary 

10-6 

33-3 

4-3 

18*1 

16-0 

37-3 

Assistant  Secretary  ... 

28-8 

54-3 

30-0 

Principal  

19-7 

23-4 

6-2 

100 

100 

100 

6 It  is  doubtful  if  any  valid  conclusions  can  be  reached,  on  the  basis  of 
this  evidence,  as  to  whether  there  were  marked  differences  of  ability  between 
the  groups.  In  particular,  in  one  way  or  another,  each  group  would  be 
affected  by  the  unique  circumstances  of  the  war  and  post-war  period  which 
disrupted  in  so  many  ways  the  normal  pattern  and  functioning  of  the  Civil 
Service. 
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MEMORANDUM  No.  44 
submitted  by 

HER  MAJESTY’S  TREASURY 
December,  1966 

Previous  Histories  of  Permanent  Secretaries 


In  response  to  the  Committee;*  request,  we  have  investigated  the  educational 
background  and  service  histones  of  those  officers  of  Permanent  W* 
rank,  other  than  those  who  occupy  a specialist  professional  position  such  as  the 
Permanent  Secretary  of  the  Lord  Chancellors'  Department,  First  Parlta- 
mentary  Counsel,  Treasury  Solicitor  and  Scientific  Adviser  to  H M Govern 
ment,  who  were  in  post  in  home  departments  in  1936  1946  1956 7o« 
(1st  October).  The  table  includes  some  Permanent  SecritSwho  are  no  S 
heads  of  their  Departments,  e.g.  Second  Permanent  Secretaries  in  the  Min  strv 
of  Defence,  but  excludes  some  heads  of  Departments  who  are  of  D™  I 
Secretary  rank,  e.g.  The  Welsh  Office  and  the  Scottish  Departments  P * 

The  information  obtained  has  been  analysed  in  two  broad  groups,  the  first 
deahng  with  all  the  Permanent  Secretaries  defined  as  above  (Table  1 to  5) 
the  second  dealing  w.th  Treasury/Cabinet  Office  Permanent  Secretaries 
separately  from  the  reminder  and  showing  certain  inter-relationships  of 
departmental  service  (Tables  6 to  8).  The  numbers  involved  are  not  krae 
enough  to  warrant  the  calculation  of  percentages.  8 

Table  l 

Permanent  Secretaries  In  post 
Numbers  serving  in  the  Treasury  or 

Cabinet  Office  

Other  departments  

Total  numbers  in  post 


School  education: 

Attended  a Public  School 
Did  not  attend  a Public  School 

University  Education 
At  Oxford  or  Cambridge 

At  another  university  

None 


Table  2 


Table  3 


Average  age  on  promotion  to  Permanent 
Secretary  


1936 

1946 

1956 

1966 

2 

5 

6 

5 

16 

22 

22 

24 

18 

27 

28 

29 

“ “ 

— 

> 

1936 

1946 

1956 

1966 

11 

14 

11 

13 

7 

13 

17 

16 

15 

21 

21 

23 

1 

6 

4 

4 

2 

0 

3 

2 

1936 

1946 

1956 

1966 

...47  years  50  years  50  years  51  years 
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Previous  Histories  of  Permanent  Secretaries 


Table  4 

Numbers  in  post  who  had  already  been 
Permanent  Secretary  of  one  or  more  other  1936 
Departments 


One  other  department  . 
Two  other  departments 
Three  other  departments 


1946  1956  1966 

8 7 6 

I 3 3 

1 1 


Table  5 


1936 

9 

t 

i 

I 

6 

18 


Table  6 

Distribution  of  Permanent  Secretaries  of 

the  Treasury  or  Cabinet  Office  1936 

(a)  according  to  service  in  all  grades 
spent  in  other  Departments 

Years 

Nil  (service  only  in  Treasury  or  Cabinet 

Office)  — 

0-4  in  other  Departments  — 

5-9  in  other  Departments  — 

10  or  more  in  other  Departments  ...  2 

Total 2 

(b)  according  to  whether  a majority  of 
their  years  as  Principal  or  Assistant  Sec- 
retary (or  equivalent)  were  spent  in 

(i)  Treasury  or  Cabinet  Office — 

(ii)  Other  Departments  2 

2 


Distribution  according  to  number  of  years 
of  service  In  a lower  grade  either  In  De- 
partment of  which  currently  a Permanent 
Secretary,  or  In  a closely  related  Depart- 
ment 

Years  of  service:  None 

Some  but  less  than  2 

2 3 

46  

7-10  

More  than  10 


1946  1956  1966 

14  9 8 

1 3 

2 — - 

1 3 1 

10  15  14 

27  28  29 


1946  1956  1966 


2 3 

2 2 

— 2 

3 1 1 

5 6 5 


2 5 4 

3 1 

5 6 5 
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Previous  Histories  of  Permanent  Secretaries 

Table  7 

Distribution  of  Permanent  Secretaries  of 

Other  Departments  j ^ 

(a)  according  to  service  in  ail  grades 
spent  in  Treasury  or  Cabinet  Office 

Years 

Nil  (no  service  in  Treasury  or  Cabinet 

Office)  12  15 

0-4  in  Treasury  or  Cabinet  Office  ...  i 3 

5-9  in  Treasury  or  Cabinet  Office  ...  ] j 

10  or  more  in  Treasury  or  Cabinet 

Office  2 3 

16  22 

(b)  according  to  whether  a majority 
of  their  years  as  Principal  or  Assistant 
Secretary  (or  equivalent)  were  spent  in: 

(i)  Treasury  or  Cabinet  Office  ...  1 4 

(ii)  Other  Departments  7 jj 

(iii)  Department  in  which  a Permanent 

Secretary  g 2 

16  22 


599 


1956  1966 


13  10 

6 3 

1 1 

2 10 

22  24 

2 9 

1 10 

13  5 

22  24 


Table  8 

Permanent  Secretaries  of  other  Depart-  1936  1946  1956  1966 

meats  appointed  either  on  promotion  or  in 
grade,  directly  from  sendee  in  Treasury 

or  Cabinet  Office | 2 4 (. 
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MEMORANDUM  No.  45 
submitted  by 

THE  MINISTRY  OF  LABOUR 
November,  1966 

Origins  of  the  Senior  Executive  Staff 
in  the  Ministry  of  Labour 


The  following  lists,  prepared  by  the  Ministry  of  Labour,  give  details  of  the 
origins  in  the  Civil  Service  of  the  senior  executive  staff  of  the  Ministry  ( Regional 
Controllers,  Principal  Executive  Officers  and  Grade  I Officers). 


REGIONAL  CONTROLLERS  AND  CONTROLLERS 


Date  of 
Birth 

Date  of 
Entry 

Method  of 
Entry 

Date  of  promotion 
to  present  grade 

Age 

22.  2.11 

17.10.32 

3rd  CO* 

14.11.55 

45 

14.  9.05 

(3.12.28 
in  this 
Dept.) 

3rd  CO 

3.10.56 

51 

23.  2.14 

7.12.36 

3rd  CO 

16.  5.66 

52 

15.  3.10 

10.10.32 

3rd  CO 

1.  1.54 

44 

21.  8.15 

18.  4.33 

Emp.  Ckf 

5.  5.58 

43 

12.  6.07 

3.11.30 

3rd  CO 

1.  2.55 

48 

3.  7.11 

18.  3.29 

Emp  Ck 

1.  7.61 

50 

28.11.07 

16.10.29 

3rd  CO 

30.  6.66 

59 

17.  7.15 

17.  7.33 

Emp  Ck 

6.  5.66 

51 

29.11.15 

23.  1.39 

3rd  CO 

1.  6.66 

51 

6.11.12 

7.10.29 

CO 

1.11.62 

50 

13.11.10 

20.  2.29 

EO 

1.11.58 

48 

3.  3.10 

28.  1.29 

EO 

28.  6.66 

56 

19.10.13 

21.12.36 

3rd  C O 

21.  2.66 

53 

28.  1.18 

12.  2.35 

C 0 

1.  6.66 

48 

N°*  3rd  Class  Officer.  Before  the  amalgamation  of  Departmental  and  Treasury  Grades  In 
1947,  this  was  the  graduate  entry  into  the  special  Departmental  Class,  equivalent  to  the 

PTEmpCloyment  Clerk.  Before  amalgamation,  employment  clerks  wore  the  69"™'^ 
of  the  present  Grade  6s  (COs)  in  the  regional  organisation.  At  that  time  most  E O and  C O 
entrants  were  employed  at  Headquarters. 
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Origins  of  the  Senior  Executive  Staff  in  the  Ministry  of  Labour 

GRADE  Is 


Date  of 
Birth 

Date  of 
Entry 

Method  of 
Entry 

Date  of  promotion 
to  present  grade 

12.  6.06 

12.11.28 

3rd  CO 

1.  4.62 

25.  3.12 

14.12.35 

3rd  CO 

23.  3.65 

23.  7.17 

1.  7.46 

3rd  CO 

1.  7.66 

29.  3.16 

2.  9.46 

3rd  CO 

1.  7.66 

8.  2.12 

5.11.34 

3rd  CO 

1.  3.65 

4.  4.14 

16.  5.31 

CO 

1.  7.62 

16.  7.20 

1.  7.37 

CO 

1.  6.66 

5.  4.11 

20.  8.28 

Emp  Ck 

9.12.63 

21.  7.12 

21.  1.35 

CO 

31.10.64 

26.12.14 

14.12.38 

3rd  CO 

1.  3.65 

28.  8.18 

31.  3.47 

Cadet 

6.  6.66 

7.  5.14 

18.  1.38 

3rd  CO 

11.  7.66 

18.  6.16 

6.  8.47 

3rd  CO 

1.  5.65 

22.  6.16 

24.  7.39 

3rd  CO 

1.  5.64 

2.  5.19 

21.12.36 

Emp  Ck 

14.  2.66 

26.  3.13 

18.  1.37 

3rd  CO 

1.  1.64 

14.  5.06 

19.11.28 

3rd  CO 

11.  5.65 

18.  9.14 

3.  1.38 

3rd  CO 

1.  2.64 

14.  8.06 

7.12.25 

Emp  Ck 

21.12.55 

28,  9.16 

18.11.40 

TPM  A* 

2.  8.65 

15.12.12 

2.12.29 

Emp  Ck 

20.  7.66 

21.  2.14 

14.12.36 

3rd  CO 

24.  3.64 

6,  8.17 

1.  7.35 

CO 

1.  4.65 

Nott: 

•Temporary  Personnel  Management  Adviser. 


601 


Age 


56 

53 

49 

50 
53 
48 

46 
52 
52 

51 

48 

52 

49 

48 

47 
51 
59 

50 

49 

49 
54 

50 

48 
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MEMORANDUM  No.  46 
submitted  by 

HER  MAJESTY’S  TREASURY 
May,  1966 


Management  of  the  Civil  Service 

The  Treasury  is  responsible  for  policy  questions  concerning  the  recruitment 
of  people  of  the  right  quality  and  in  adequate  numbers.  It  works  in  co-opera- 
tion on  these  matters  with  the  Civil  Service  Commission,  who  are  solely 
responsible  for  the  actual  selection  of  individuals  as  established  civil  servants 
(though  selection  for  posts  in  some  of  the  lower  grades  is  delegated  to  depart- 
ments, which  nominate  suitable  recruits  to  the  Commission  for  establishment). 

The  Treasury  is  also  concerned  in  developing  service-wide  arrangements 
for  career  management;  for  ensuring  the  adequacy  of  training  airangements, 
and  for  bringing  about  a cross-fertilisation  of  management  techniques  and 
experience  among  departments. 

In  the  scientific  and  professional  field,  the  Treasury  receives  advice  on 
management  topics  affecting  particular  classes  from  a number  of  advisory 
Management  Committees.  They  consist  for  the  most  part  ol  senior  members 
of  the  classes  in  question.  Usually  there  is  a Treasury  Chairman. 

Committee  on  these  lines  have  been  set  up  for  the  following  Classes: 

(1)  Economist  and  Statistician  Classes  (a  joint  Committee,  with  a separate 
Statistical  Panel  to  advise  on  careers  of  individual  members  of  the 
Class). 

(2)  Legal  Class. 

(3)  Medical  Class. 

(4)  Scientific  Officer  Class  in  the  Ministry  of  Defence,  Ministry  of  Aviation 
and  the  Post  Office;  a separate  Committee  for  the  Scientific  Officer 
Class  in  the  remaining  departments;  and  a bridging  Committee  under 
Treasury  chairmanship. 

(5)  Information  Officer  Class. 

The  Management  Committee  advise  the  Treasury  on  such  questions  as 
recruitment,  training,  career  structures  and  the  problems  associated  with  the 
interchange  of  professional  staff  between  departments.  Action  arising  from 
their  recommendations  would  fall  to  the  Treasury,  the  Civil  Service  Commis- 
sion, or  the  individual  departments. 
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MEMORANDUM  No.  47 
submitted  by 

HER  MAJESTY’S  TREASURY 
May,  1967 

The  Management  of  the  Scientific 
Officer  Class 


As  the  Committee  are  aware,  management  of  the  Scientific  Class  has  been 
guided  by  two  separate  Management  Committees^  which  have  concerned 
themselves  with  tw?  f < ^P*  of  departments.  After  the  merger  of  the  Ministries 
of  Technology  and  Aviation,  it  was  no  longer  feasible  to  keep  two  separate 
Committees  since  the  bulk  or  the  scientists  are  now  in  one  department 
After  consulting  the  Chairmen  or  the  two  Committees  (the  late  Sir  Walter 
Cawood  and  Sir  Charles  Cawley),  we  decided  to  create  one  new  Committee 
with  enlarged  terms  of  reference;  and  the  departments  that  employ  scientists 
are  in  agreement.  r 1 


2.  The  new  Management  Committee  will  also  take  over  the  function  of  the 
Inter-departmental  Scientific  Panel,  which  was  set  up  in  1946  to  maintain  a 
general  oversight  of  the  Government  Scientific  Service  and  which  through 
two  Sub-Committees,  has  run  the  Special  Merit  Promotions  scheme  and  the 
University  Bursaries  scheme. 


3.  The  terms  of  reference  of  this  new  Management  Committee  for  the 
Scientific  Officer  Class  will  be> 


To  exercise  in  personnel  management  matters  a general  oversight  of  the 
Scientific  Officer  Class,  and  in  particular: 

(a)  to  review  the  factors  affecting  the  mobility  of  members  of  the  Class 
between  Establishments  and/or  departments; 

(b)  to  ensure  that  officers  of  outstanding  ability  gain  the  breadth  of 
experience  necessary  to  equip  them  for  advancement  in  due  course 
to  the  most  senior  posts; 

(c)  to  identify  promotion  blockages,  and  to  propose  (e.g.  by  inter- 
departmental transfers)  such  measures  as  may  be  appropriate  to 
alleviate  them; 

(d)  to  encourage  and  assist  departments  to  make  the  most  effective  use 
of  all  their  Scientific  Officer  Class  staff,  whether  for  the  conduct  or 
supervision  of  research  and  development,  or  for  relevant  or  broader 
administrative  purposes;  and 

(e)  to  give  policy  guidance  to,  and  to  receive  the  reports  of,  the  Sub- 
committee on  Special  Merit  Promotions  and  the  University  Bursaries 
Selection  Board. 


1 Memorandum  No.  46. 
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The  Management  of  the  Scientific  OJficer  Class 

4.  Sir  Solly  Zuckerman  will  be  Chairman  of  the  new  Committee;  and  the 
members  will  include  the  senior  scientists  from  the  major  scientific  depart- 
ments, together  with  the  Scientific  Commissioner  in  the  Civil  Service  Com- 
mission, the  Second  Secretary  (Management)  in  the  Treasury,  and  four 
Principal  Establishment  Officers,  two  of  whom  come  from  departments  who 
employ  relatively  few  scientists. 

5.  There  will  be  a joint  secretariat— a Principal  from  the  Management  side 
of  the  Treasury  and  an  S.P.S.O.  from  the  Ministry  of  Technology.  As  the 
work  of  the  Committee  develops,  the  scientific  side  of  the  secretariat  will  need 
reinforcement,  and  the  scientific  secretary  may  be  regarded  as  the  nucleus  of 
a small  management  team. 
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MEMORANDUM  No.  48 
submitted  by 

HER  MAJESTY’S  TREASURY 
June,  1967 

The  Works  Group 


The  Committee  asked  what  proportion  of  staff  in  the  Works  Group 
actually  practised  their  profession  and  what  proportion  was  engaged  on  work 
which  consisted  essentially  of  monitoring,  vetting  or  supervising  the  profes- 
sional work  done  by  other  agencies,  whether  contractors,  local  authorities 
hospital  boards  etc.  This  note  has  been  drawn  up  in  the  light  of  enquiries 
made  by  the  Treasury  of  the  main  employing  Departments.  The  enquiry 
was  confined  to  engineers  and  architects,  the  professions  with  the  greatest 
numbers  and  where  problems  are  most  likely  to  arise. 

2.  Estimates  of  the  numbers  of  engineers  and  architects  engaged  in  practis- 
ing their  profession  on  the  one  hand,  and  non-practising  work  on  the  other 
are  necessarily  imprecise  and  a detailed  enquiry  which  would  take  some  time 
would  be  necessary  to  obtain  anything  more  than  the  rough  approximations 
which  form  the  basis  of  this  note.  Some  professional  officers  are  heavily 
engaged  on  both  types  of  work.  Others  move  from  one  to  the  other.  There  is 
considerable  scope  for  differing  interpretation  of  exactly  what  work  should 
be  included  in  each  category  and  in  any  case  Departments  do  not  see  their 
professional  work  as  falling  neatly  into  these  two  categories.  In  making 
their  estimates  most  Departments  added  a number  of  other  qualifications,  the 
most  important  of  which  arc  mentioned  below. 

Architects 

3.  There  are  over  700  posts  for  architects  in  the  Service  as  a whole.  As  a 
very  rough  approximation  80  per  cent,  of  these  posts  are  for  “ practising  ” 
architects  and  20  per  cent,  for  " non-practising  ”,  A rough  breakdown  by  the 
main  employing  departments  is  found  at  Appendix  1. 

4.  450  of  the  700  posts  are  in  the  Ministry  of  Public  Building  and  Works 
and  that  Department  estimates  that  95  per  cent,  of  their  architects  are  engaged 
in  practising  work.  The  staff  are  frequently  interchangeable  and  so  the 
question  whether  shortages  are  more  serious  in  one  Held  or  the  other  does  not 
arise, 

5.  The  other  large  employer  is  the  Ministry  of  Housing  and  Local  Govern- 
ment with  about  140  posts.  About  a fifth  of  these  are  for  research  and  develop- 
ment work.  The  remainder  who  are  engaged  on  regional  work  spend  part 
of  their  time  vetting  local  authority  schemes,  but  recently  increased  emphasis 
has  been  put  on  promotional  work  and  on  team  ventures  with  local  authorities, 
although  the  extent  to  which  the  Ministry’s  regional  architects  are  engaged 
on  practising  work  varies  from  one  part  of  the  country  to  another.  Overall 
about  30  per  cent,  are  so  engaged  so  that  about  45  per  cent,  of  the  Ministry’s 
architects  are  engaged  on  practising  work.  It  has  been  particularly  difficult 
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The  Works  Group 

to  recruit  architects  for  regional  work.  The  fact  that  less  time  is  now  spent 
on  vetting  local  authority  plans  has  helped.  Although  M.H>L.O.  does 
recruit  young  architects,  as  well  as  more  experienced  staff,  it  is  not  the  Depart- 
ment’s policy  to  try  to  retain  such  officers  for  the  whole  of  their  careers. 
They  are  encouraged  to  seek  experience  elsewhere. 

6.  The  Department  of  Education  and  Science,  Home  Office  and  Ministry 
of  Health  each  have  30  to  50  architects  posts  and  the  proportion  engaged 
on  practising  work  in  each  is  similar,  varying  from  two-thirds  to  four  fifths. 
In  the  Scottish  Development  Department  about  three-quarters  of  the  40 
architects  are  engaged  on  non-practising  work.  Education,  Health  and 
Housing  all  emphasise  that  those  of  their  staff  engaged  on  examining  hospital 
and  local  authority  schemes  are  not  merely  approving  or  rejecting  them,  but 
closely  associate  themselves  with  their  opposite  numbers  and  make  a con- 
structive contribution.  Education  and  S.D.D.  say  that  they  have  difficulty 
in  recruiting  their  territorial  or  regional  architects,  particularly  because  it  is 
difficult  to  set  out  the  creative  aspect  of  the  work  in  an  advertisement. 

Engineers 

7.  From  departmental  estimates  it  seems  that  very  roughly  about  60  per 
cent,  of  the  4,250  engineers  in  the  main  employing  departments  (except  the 
Post  Office)  are  engaged  in  “ practising  ” work,  but  the  position  regarding 
engineers  is  more  complex,  because  of  the  greater  numbers  and  variety  of 
work  on  which  they  can  be  employed.  Appendix  2 shows  the  breakdown  in 
each  of  the  major  employing  departments.  The  Ministry  of  Public  Building 
and  Works,  Technology  and  the  Army  Department  employ  about  three- 
quarters  of  the  engineers  within  the  scope  of  this  paper. 

8.  The  Ministry  of  Technology  has  over  1,000  engineering  posts  and  about 
one  third  of  these  are  regarded  as  “ practising  ” on  the  basis  that  posts  in 
research  and  development  establishments,  royal  ordnance  factories  and 
research  stations  are  “ practising  ” and  posts  in  associated  headquarters 
branches  are  “ non-practising  ”.  A more  refined  analysis  would  take  con- 
siderable time.  There  is  in  any  case  an  active  career-posting  policy.  Engineers 
are  recruited  both  as  graduate  entrants  and  at  a mature  age  after  some  years 
professional  practice  in  industry.  Many  now  occupying  “ non-practising  ” 
posts  have  spent  years  practising  their  profession  in  workshops  or  in  R.  and  D. 
Establishments  on  design  and  development  work. 

9.  The  Army  Department  has  a very  high  proportion  (nearly  90  per  cent) 
of  engineers  engaged  on  “ practising  work  ” because  a great  part  of  the 
equipment  which  the  Department  has  responsibility  for  supplying  is  developed 
and  manufactured  in  their  own  research  and  development  establishments  and 
royal  ordnance  factories.  The  shortage  of  staff  however  tends  to  be  more 
serious  in  those  establishments  with  the  largest  proportion  of  practising 
engineers.  This  is  attributed  to  the  keen  competition  from  manufacturing 
industry  for  the  production-type  engineer.  The  emphasis  is  also  heavily  on 
“ practising  ” in  the  Ministry  of  Public  Building  and  Works  who  stress  that 
their  engineers  are  frequently  interchangeable. 

10.  In  the  Navy  Department  the  emphasis  is  rather  different.  In  all  perhaps 
about  30  per  cent,  of  engineers  in  the  Works  Group  and  related  classes  are 
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engaged  on  “ practising  "work.  While  members  of  the  Roval  Navnl 
ing  Service  are  employed  as  part  of  management  in  ? r' 

and  as  overseers  of  production  in  industry  aUicadouarfers  H,R°ya  D?okyards 
engaged  on  monitoring,  guiding  and 

Engineers  are  normally  concerned  with  professional  work  in °lUCt‘°n  P°o1 
and  production  planning  and  in  the  monitoring  of  the  exee  1 itImatmg 
by  industry.  The  Production  Pool,  in  particularLc!Lu  °f  C°ntra0ts 
recruited  at  a mature  age  with  industrial  experience’.  ’lgh  proportion 

«p**l  lo  rise  to  30  to  40  per  ai.k,  ,L  “ 

operative.  The  proportion  engaged  on  practising  work  is  similar 
Scottish  Development  Department  which  has  just  over  100  civ  1 en  Jinl, 
posts  in  its  Road  Engineering  Service.  1 engineering 

12.  The  70  engineering  posts  in  the  classes  related  to  the  Works  r,mim  ; 
the  Ministry  of  Power  are  all  engaged  on  inspectorial  ditto,  sj  have  been 
classified  as  ‘non-practising".  The  Agriculture  * VB. 

Ministry  of  Health  each  have  between  20  and  50  ousts  TW  ° S<  and  £he 

indeed  no  Department  has  suggested  that  this  is  the  case  with  engineers!  ’ 
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APPENDIX  1 


ARCHITECTS:  Approximate  number  of  posts  and  the  estimated  percentage 
engaged  on  “ practising  ” and  “ non-practising  ” work  by  main  employing 


Departments. 

Percentage 
engaged  on 
practising 
work 

Percentage 
engaged  on 
non-practising 
work 

Approximate 
total  number 
of  posts 

Education  and  Science 

67 

33 

40 

Health  

80 

20 

40 

Home  Office  

Housing  and  Local 

75 

25 

30 

Government  

45 

55 

140 

Public  Building  and  Works 
Scottish  Development 

95 

5 

450 

Department  

25 

75 

40 

Approximate  overall  per- 

centage  and  total* 

80 

2U 

/4U 

* Main  employing  departments  only. 
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ENGINEERS:  Approximate 
engaged  on  “ practicing  ” 
Departments. 


APPENDIX  2 


number  of  posts  and  the  estimated  percentage 
and  non-practising  ” work  by  main  employing 


Percentage 

Percentage 

Approximate 

engaged  on 

engaged  on 

total  number 

practising 

work 

non-practising 

work 

of  posts 

Agriculture 

Defence 

10 

90 

40 

Army  Department 
(a)  Mechanical  engineers 

85 

15 

800 

(b)  Electrical  

Navy  Department 
(a)  Royal  Naval 

1(M) 

100 

Engineering  Service 

50 

50 

250 

(b)  Production  Pool 

Engineers 

10 

90 

150 

(c)  Inspectorate  of 

Naval  Ordnance  ... 

10 

90 

90 

Health  

Power 

67 

33 

50 

(a)  Nuclear  Inspectorate 

(b)  Electricity  Meter 

100 

40 

Examiners 

100 

30 

Public  Building  and  Works 

(a)  Civil  engineers 

(b)  Mechanical  and 

85 

15 

600 

electrical  

85 

15 

550 

Agriculture  (Scotland) 
Scottish  Development 

90 

10 

20 

Department  (civil 
engineers)  

80 

20 

110 

Technology  

Transport 

55 

65 

1,100 

(a)  Civil  engineers 

(b)  Mechanical  and 

15 

85 

300 

electrical  

65 

35 

20 

Approximate  overall 

percentage  and  total*  ... 

60 

40 

4,250 

* Main  employing  depart  menu  only. 
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MEMORANDUM  No.  49 
submitted  by 

HER  MAJESTY’S  TREASURY 
May,  1966 

Management  Services 


1.  The  Treasury  provides  management  services  to  all  Departments  of  the 

Civil  Service  through  a group  or  Divisions  reporting  to  an  Under  Secretary 
and  organised  in  the  following  way.  y 

2.  OM  1 Division  has  six  brandies,  comprising  about  40  people  together 
with  supporting  clerical  stair.  Five  of  these  branches  (of  which  one  is  stationed 
in  Edinburgh)  provide  a direct  O and  M service  to  the  smaller  Departments 
and  also  take  part  in  joint  assignments  with  the  larger  Departments  which 
have  their  own  O and  M Branches.  They  also  advise  on  the  organisation  and 
procedures  of  Departments  or  branches  of  Departments  being  newly  created. 
The  sixth  branch  has  recently  been  set  up  to  develop  and  apply  management 
techniques  related  to  O and  M (e.g.  work  study,  network  analysis)  and  to 
promote  their  use  by  Departments,  and  also  to  collect  and  publish  information 
about  ail  kinds  of  management  services.  This  branch  is  now  responsible  for 
the  publication  of  the  O and  M Bulletin  and  for  maintaining  a specialist 
library  and  a comprehensive  and  up-to-date  collection  of  office  machinery 
and  other  equipment. 

3.  Appendix  A to  this  memorandum  contains  notes  on  the  main  assign- 
ments at  present  in  hand. 

4.  OM  2 Division  has  three  branches,  comprising  about  25  staff.  It  is 
responsible,  jointly  with  the  Departments,  for  the  installation  and  use  of 
electronic  computers  and  punched  card  equipment  for  office  purposes  in  all 
Government  Departments  except  the  Post  Office.  At  31st  March  1966  there 
were  52  such  computers  in  operation ; 17  were  on  order,  and  72  other  projects 
were  being  studied.  A fourth  branch  is  being  set  up  in  this  Division  consisting 
of  scientists  who  will  work  exclusively  on  operational  research  problems  in 
Departments. 

5.  These  two  Divisions  act  mainly  at  the  request  of  Departments,  and  their 
services  are  for  the  most  part  advisory.  But  as  all  computer  projects  (other 
than  those  in  the  Post  Office)  require  Treasury  approval  before  the  computer 
can  be  purchased  or  hired,  OM  2 Division  has  in  practice  a substantial  measure 
of  control  over  them.  In  addition,  OM  1 Division  takes  the  initiative  in 
approaching  Departments  in  which  it  has  not  recently  been  active  with  a 
view  either  to  undertaking  a specific  assignment  or  to  making  a general  review 
which  will  identify  fruitful  fields  for  O and  M work. 

6.  OM  (Training)  comprising  seven  staff,  runs  regular  training  courses 
for  both  the  departmental  O and  M Branches  and  the  Treasury  Divisions  (a) 
in  general  0 and  M work  for  those  who  will  practise  this  and  for  those  who 
will  supervise  them,  and  (b)  in  systems  analysis  and  programming  for  those 
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engaged  in  computer  projects.  It  also  runs  courses  from  time  to  time  on 
particular  techniques,  e.g.  clerical  work  measurement,  network  analysis,  as 
well  as  ADP  Appreciation  Courses. 

7.  Management  Services  (General)  comprising  14  staff,  has  functions  of  a 
different  character.  It  was  set  up  to  survey  and  compare  systematically  the 
practices  in  the  use  of  money  or  manpower  which  are  common  to  a number  of 
Departments  and  which  lie  beyond  the  specific  field  of  O and  M.  It  may  act 
at  the  instance  of  Treasury  Management  and  Expenditure  Divisions  or  upon 
its  own  initiative,  and  the  purpose  in  either  case  is  to  search  for  the  best 
practices,  by  bringing  together  the  relevant  material,  revealing  the  differences 
between  practices,  and,  by  assessing  their  comparative  merits,  drawing 
attention  to  inadequacies.  The  Division  seeks,  where  it  is  likely  to  be  valuable 
to  do  so,  the  experience  not  only  of  Government  Departments  but  of  outside 
employers  and  of  other  countries  as  well.  Except  in  relation  to  costing  and 
cost  accounting  techniques,  it  is  not  the  function  or  this  Division  to  develop 
particular  management  techniques  or  to  apply  them  in  particular  situations, 
beyond  searching  for  new  situations  in  which  they  might  offer  the  prospect  of 
improving  performance. 

8.  Appendix  B to  this  memorandum  contains  notes  on  studies  which  this 
Division  at  present  has  in  hand. 

9.  Besides  these  services  provided  by  the  Treasury,  the  larger  Departments 
have  considerable  resources  of  their  own.  These  Departments  comprise 
about  85%  of  the  non-industrial  Civil  Service  (excluding  the  Post  Office) 
and  in  their  O and  M Branches  have  a total  of  some  350  staff,  most  of  whom 
have  been  trained  on  Treasury  courses.  Although  the  Treasury  has  no  part 
in  the  direction  of  these  departmental  staffs  there  is  considerable  exchange  of 
information  between  the  Departments  and  the  Treasury. 

10.  In  addition,  Departments  from  time  to  time  engage  the  services  of 
management  consultants  from  outside  the  Civil  Service.  This  may  be  necessary 
when  the  activities  to  be  reviewed  are  of  a kind  of  which  the  departmental  or 
Treasury  O and  M branches  have  little  experience  in  comparison  with  a 
consultant  who  specialises  in  such  work;  or  when  a Department  wishes  to 
introduce  a particular  technique,  e.g.  for  clerical  work  measurement,  of  which 
a particular  consultant  has  special  knowledge;  or  when  at  a particular  time 
there  are  not  enough  resources  available  within  the  Civil  Service  to  carry  out  a 
review  which  is  urgently  needed.  The  Treasury  have  recently  surveyed  the  use 
by  Departments  of  management  consultants  and  have  produced  a report  to 
help  Departments  to  get  the  greatest  value  when  using  them. 

11.  The  Treasury  Management  Services  Divisions  also  maintain  contacts 
with  industry  and  commerce.  This  is  done  through  membership  of  the 
Institute  of  Office  Management,  the  Institute  of  Personnel  Management,  the 
British  Institute  of  Management,  the  Industrial  Society,  the  British  Computer 
Society,  the  Operational  Research  Society  and  the  Royal  Institute  of  Public 
Administration,  as  well  as  by  attendance  at  outside  courses  run  by  industrial 
firms  and  management  consultants.  Recently  there  has  been  an  increase  in 
consultation  with  the  management  services  departments  of  larger  firms  and 
particularly  with  management  consultants. 
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12.  The  Treasury  O and  M Divisions  use  costing  techniques  to  evaluate  the 
projects  with  which  they  del.  A costing  study  of  general  O and  M assign! 
ments  completed  in  1963  and  1964  showed  that  results  could  be  evaluated 
in  36  out  of  75  assignments.  It  was  estimated  that  on  these  36  assignments 
there  was  a recurrent  saving  equivalent  to  about  250  per  cent  of  the  cost  of 
undertaking  them.  Comparable  figures  for  1965  (which  are  in  course  of 
preparation)  are  expected  to  show  a substantially  higher  return  than  this 


13.  Furthermore,  detailed  estimates  are  made  of  the  cost  of  every  computer 
project  on  the  basis  of  present  value  using  the  discounted  cash  flow  method 
A project  is  normally  authorised  by  the  Treasury  only  if  it  is  likely  to  show  a 
rate  of  return  of  not  less  than  8%  of  the  capital  investment  when  compared 
with  the  most  economical  way  of  carrying  out  the  work  otherwise  than  by  a 
computer. 
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APPENDIX  A 

NOTES  ON  SOME  CURRENT  OM  1 DIVISION  ASSIGNMENTS 
(26th  MARCH,  1966) 


Agricultural  Research  Council 

This  assignment  has  been  mainly  concerned  with  management  practices 
at  Research  Institutes,  particularly  on  the  non-scientific  side,  with  special 
reference  to  relations  with  headquarters.  We  have  recommended  tighter 
controls  over  staff  numbers  and  expenditure  on  such  items  as  repairs  and 
maintenance  equipment,  furniture  and  motor  vehicles.  The  recommendations 
are  generally  acceptable  and  we  intend  to  assist  with  their  implementation. 
The  assignment  has  provided  valuable  experience  for  reviewing  other  bodies 
in  the  Research  and  Development  field  over  the  next  year  or  two. 

Department  of  Education  and  Science-  Review  of  Establishments  and  Organisa- 
tion Branch 

Ministry  of  Technology  Review  of  Establishments  and  Organisation  Division 

O and  M reviews  of  Establishments  work  in  these  two  Departments  are 
nearing  completion.  Both  have  problems  arising  from  the  1964  machinery 
of  government  changes  and  the  proposals  we  are  making  should  assist  in 
dealing  more  efficiently  with  establishment  matters,  particularly  those  of 
Research  Councils  and  Institutes. 

Foreign  Office— Review  of  Archives  Department  and  Overseas  Registries 

This  wide-ranging  review  of  the  arrangements  for  filing  and  keeping  papers 
in  the  Foreign  Office  and  Embassies  abroad  is  now  nearing  completion.  We 
are  hopeful  that  there  will  be  a considerable  increase  in  efficiency  and  some 
staff  saving. 

Passport  Office— Review  of  Procedure  for  Issuing  Passports  and  Indexing 

Following  a review  of  the  organisation  of  the  Passport  Office  in  1964  which 
is  leading  to  the  dispersal  of  over  250  staff,  we  are  about  to  begin  a review 
of  the  procedure  for  issuing  passports  and  of  indexing.  An  O and  M man 
from  the  Prudential  is  joining  our  Organisation  Officer  for  this  assignment  in 
return  for  a loan  to  the  Company  for  an  assignment  last  year. 


Land  Commission— Setting  up  arrangements 

Board  of  Trade— Planning  for  New  Investment  Grant  Work 

The  arrangements  for  setting  up  these  two  new  organisations  (likely  to 
employ  nearly  2,000  and  over  1,000  staff  respectively)  have  been  set  out  and 
phased  using  network  analysis.  We  are  playing  a prominent  part  in  applying 
this  technique  to  administrative  situations  and  in  devising  the  new  office 
procedures  in  close  collaboration  with  the  Departments  responsible. 
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MPBVV,  Supplies  Division  Review  of  Organisation  and  Management 

This  Division  has,  in  all,  nearly  4,000  staff  (including  industrials).  The  joint 
assignment  with  the  Department’s  O and  M Branch  is  taking  a six-man  team 
seven  to  eight  months  and  should  be  completed  in  May.  Apart  from  improve- 
ments being  made  in  organisation  and  procedures,  the  review,  which  has 
included  comparisons  with  Marks  and  Spencer  and  Boots,  has  focused 
attention  on  the  need  to  speed  up  the  application  of  computer  and  operational 
research  techniques  to  stock  control  and  provisioning. 

HMSO-  Review  of  Supplies,  Contracts  and  Printing  Works  Divisions 
We  completed  our  O and  M review  of  Supplies  Division  early  in  the  year 
hut  we  were  then  told  of  proposals  by  the  Department  which  would  affect 
the  Division.  At  the  Department’s  request,  we  have  now  extended  our  review 
to  cover  the  Contracts  and  Printing  Works  Divisions  and  we  hope  to  complete 
the  whole  assignment  in  May. 

MHLG  Review  of  Statistical  Service 

This  review,  which  is  nearing  completion,  covers  not  only  Statistics  Branch 
but  also  the  provision  and  use  of  statistics  by  other  parts  of  the  Department. 

Customs  and  Excise  Review  of  the  Accountant  and  Comptroller-General’s 
Office 

This  joint  review  with  the  Department’s  O and  M Branch  has  taken  longer 
than  expected,  partly  owing  to  staff  changes.  We  are  at  present  awaiting  a 
discussion  with  the  Department  on  a paper  proposing  simplification  of 
authorisation  and  checking  procedures. 

Ministry  of  Defence  (Air  Department)-- Microfilming  and  Retrieval  of  Aerial 
Photographs 

Through  our  arrangements  for  liaison  with  Departments  with  their  own 
0 and  M Branches,  we  were  asked  by  the  Air  Department  to  advise  on  the 
use  of  microfilm  for  storing  and  retrieving  about  20  million  negatives.  By  the 
introduction  of  microfilm  combined  with  a retrieval  system  based  on  co- 
ordinate geometry  and  the  use  of  a mathematical  computer  programme, 
there  should  be  very  substantial  savings  in  time  and  money,  including  staff. 

British  Council  Review  of  Home  Divisions 

Following  a preliminary  survey,  we  have  begun  an  O and  M review  of  the 
work  pf  the  two  Home  Divisions  which  are  responsible  for  various  training 
schemes  and  for  the  reception  and  welfare  of  overseas  students  in  Britain. 

A 

Board  pf,  Trade  Export  Documentation 

Following  the  issue  of  11  Simpler  Export  Documents  ” introducing  an 
aligned  series  of  forms  to  reduce  the  clerical  work  of  exporting  firms,  Treasury 
0 and  M is  now  acting  in  a consultancy  capacity  to  the  Board  of  Trade. 

Scottish  Departments 

Treasury  O and  M's  Scottish  Branch  is  fully  engaged  on  a number  of 
assignments  in  Edinburgh  including: 
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(a)  a review  of  ordering  and  stores  arrangements  in  the  Department  of 
Agriculture  and  Fisheries  for  Scotland; 

(b)  a review  of  R Branch  dealing  with  teachers  in  the  Scottish  Education 
Department; 

(c)  a review  of  messenger  services  in  St,  Andrew  s House; 

(d)  computer  feasibility  studies  in  the  Register  General’s  Office  and  the 
Exchequer  Office. 

Clerical  Work  Measurement 

The  new  Development  and  Information  Branch  is  active  on  clerical  work 
measurement.  Apart  from  various  large-scale  activity  sampling  exercises, 
the  use  of  the  Mulligan  system  of  pre-determined  motion  time  standards,  in 
collaboration  with  a business  consultant,  begins  in  April  with  the  training  of 
analysts  drawn  from  the  Treasury  and  from  the  Ministry  of  Transport  and 
Board  of  Trade  where  the  work  measurement  will  be  undertaken.  We  are 
in  touch  with  management  consultants  and  firms  regarding  new  developments 
in  this  field. 

Work  Study 

The  new  two-man  team  has  made  a good  start  with  its  review  of  work  study 
activities  in  Departments  with  industrial  staff,  A report  is  in  draft  on  the 
increased  needs  for  work  study  in  the  Royal  Mint  taking  account  of  the 
decision  to  introduce  decimal  currency,  the  Work  Study  service  in  the  Forestry 
Commission  has  been  reviewed  and  we  are  about  to  discuss  arrangements  for 
reviewing  the  work  of  industrial  staff  in  MPBW.  In  addition,  the  Ministry 
of  Aviation  have  just  suggested  a similar  review  in  that  Department. 


Transport  Economy  Unit 

The  two-man  transport  economy  unit  continues  to  effect  substantial 
economies  in  the  cost  of  moving  stores,  mainly  for  the  Defence  Departments. 
A new  development  proposed  is  the  delivery  of  Army  stores  by  rail  from  main 
depots  to  central  points  serving  an  area  and  thence  to  units  within  the  area 
by  road  transport  on  a “ milk-round  ” basis:  this  not  only  makes  greater  use 
of  the  railways  but  should  also  be  more  economical. 

Treasury  Assignments 

A number  of  assignments  are  in  the  implementation  stage  or  are  about  to 
begin,  viz.  reviews  of  the  Government  Hospitality  Fund,  the  Treasury  Library 
and  the  Ceremonial  Officer’s  Branch.  A review  of  the  work  of  office  staff  in 
No.  10  Downing  Street  is  in  progress. 

House  of  Commons— Review  of  the  Departments  of  the  Speaker,  the  Clerk  of 
the  House  and  the  Serjeant  at  Arms 

The  Speaker  recently  asked  for  a review  of  these  House  of  Commons 
Departments  by  Treasury  O and  M and  we  are  arranging  a preliminary 
discussion  in  order  to  formulate  a programme  of  work. 
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STUDIES  BY  MANAGEMENT  SERVICES  (GENERAL)  DIVISION 
1.  Projects  In  hand 

The  Division  has  the  following  projects  in  hand  at  present 
Use  of  Financial  Resources 

(a)  Output  budgeting.  This  term  is  used  to  describe  a scheme  of  systematic 
analysis  of  planned  expenditure  by  reference  to  the  objectives  of  the 
activity  on  which  the  expenditure  is  incurred.  This  is  the  system  now 
used  for  analysing  the  long-term  forward  costings  for  Defence, 
which  was  developed  from  American  practice  introduced  under  Mr. 
MacNamara.  In  America,  the  system  is  being  extended  this  year  to 
civil  expenditure.  A report  from  the  Division  following  a visit  to 
America  has  been  used  in  promoting  discussion  within  the  Treasury 
and  in  particular  in  the  Treasury  Public  Expenditure  Committee, 
which  is  now  planning  an  approach  to  those  civil  Departments  where 
the  scheme  might  be  extended  with  advantage. 

(ft)  Cost  benefit  analysis.  This  is  the  description  given  to  systematic 
attempts  to  compare  the  cost  of  a project  or  activity  with  a quantified 
measure  of  the  financial,  economic  and  social  benefits  which  result 
from  it.  This  approach  is  in  a state  of  development  in  academic 
circles,  and  its  application  in  practical  situations  varies  greatly.  It 
was  to  study  practical  experience  of  its  application  in  American  civil 
expenditure,  particularly  water  resources,  that  the  Division’s  visit 
to  America  referred  to  in  (a)  above  was  arranged.  The  passages  in 
the  report  which  deal  with  cost  benefit  analysis  draw  attention  to 
some  important  reservations  about  the  use  of  this  approach  in  its 
present  state  of  development.  The  next  stage  will  be  a survey  in 
Departments  to  see  what  resources  they  already  have  of  the  expertise 
required  in  cost  benefit  analysis,  what  these  resources  are  being  used 
for  at  present  and  what  more  might  usefully  be  done  if  they  were 
increased.  This  study  is  one  of  a series  which  had  been  begun  with 
the  agreement  of  Departments  to  explore  the  extent  to  which  modern 
management  services  and  techniques  are  being  used  and  could  be 
developed;  the  series  represents  a form  of  continuing  management 
audit. 

(e)  Cost  accounting.  The  Division  has  two  cost  accountants  who  work 
partly  on  the  Division's  own  projects  and  partly  on  behalf  of  Expendi- 
ture Divisions.  In  the  latter  capacity  they  review  the  cost  accounting 
done  in  Departments.  One  is  operating  on  prison  industries  and  the 
other  on  the  highways  side  of  the  Ministry  of  Transport.  In  addition 
one  of  them  has  just  started  a study  of  cost  accounting  in  relation  to 
the  Research  Councils.  On  behalf  of  the  Division,  the  cost  account- 
ants arc  engaged  in  comparative  studies  relating  to  Departments 
performance  in  running  training,  operating  transport  fleets,  and  office 
cleaning;  and  a similar  study  on  storage  costs  is  in  the  pipeline. 
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(d)  Costing.  The  Division  publishes  annually  a costing  ready  reckoner 
for  Departments’  use  in  costing  ordinary  administrative  operations, 
and  also  has  in  hand  the  preparation  of  a catalogue  of  costing 
exercises  undertaken  by  Departments  so  that  relevant  experience  can 
easily  be  traced  by  Departments  when  they  contemplate  a new 
costing  project. 

(e)  Methods  of  estimating.  The  Division  is  giving  preliminary  thought 
to  a new  study  of  estimating  methods  which  has  been  prompted  by 
experience  of  widely  fluctuating  forecasts  of  expenditure  on  the 
Services’  production  Votes. 

Use  of  Manpower  Resources 

(/)  Relationship  of  efficiency  to  ability,  and  morale.  Through  a Working 
Party  comprising  other  Treasury  Divisions  concerned  with  manning, 
Staff  Side  representatives,  and  academic  and  other  experts,  the 
Division  is  conducting  a study  of  the  degree  of  success  attending 
present  establishment  policies  in  utilising  the  abilities  of  members  of 
the  Clerical  Officer  and  Executive  Officer  grades;  and  of  the  feelings 
of  the  members  of  those  grades  towards  their  employment.  This 
Working  Party  will  make  its  report  to  the  Civil  Service  Efficiency 
Committee. 

(g)  Staff  reporting,  appraisal  and  career  planning.  In  a group  drawn  from 
a number  of  Departments,  the  Division  is  conducting  a survey  of  the 
methods  of  staff  reporting  and  the  uses  to  which  the  reports  are  put, 
in  parallel  with  a study  of  the  same  subject  in  outside  employments 
which  is  being  conducted  by  the  Ashridge  Management  College. 
The  results  of  the  two  studies  will  be  exchanged.  The  group  expects 
to  extend  its  work  from  the  facts  assembled  in  this  way  to  a study  of 
career  planning  methods  used  in  various  circumstances. 

{K)  Training  of  industrials’  supervisors.  The  Division  is  conducting, 
with  the  Service  Departments,  a survey  of  the  training  arrangements 
used  for  staff  supervising  industrial  labour  in  the  industrial  establish- 
ments of  those  Departments.  The  study  will  be  extended  also  to  the 
industrial  establishments  of  the  civil  Departments. 

(i)  Clerical  work  measurement.  This  study  is  a survey  of  the  methods  of 
clerical  work  measurement  used  by  Departments  in  their  various 
situations,  and  of  the  extent  of  expertise  possessed  by  Departments 
in  the  more  sophisticated  systems,  the  manner  in  which  this  expertise 
is  at  present  being  used,  and  the  directions  in  which  its  use  might 
profitably  be  extended. 

(j)  Productivity  in  typing.  The  Division  has  two  studies  in  hand  on  this 
subject : 

(i)  A study  of  the  effect  upon  output,  job  satisfaction  and  wastage 
of  improved  office  accommodation  for  typists. 

(ii)  The  effect  on  output  of  using  electric  typewriters. 
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General  Studies 

(k)  Operational  research.  This  is  a survey  of  the  extent  of  Departments’ 
expertise  in  operational  research  at  present,  the  uses  to  which  it  is 
being  put,  and  the  extent  of  the  scope  and  need  for  further  resources. 
This  is  another  study  in  the  “ management  audit  ” series.  The  study 
is  being  made  in  conjunction  with  the  operational  research  unit  in 
the  Ministry  of  Technology. 

(/)  Departments'  organisation  for  programme  and  budget  making.  This  is  a 
survey  of  Departments'  organisation  for  considering  allocation  of 
their  resources  to  the  purposes  of  their  policies.  The  first  stage  of 
assembling  as  much  as  is  known  in  the  Treasury  about  this  is  at 
present  in  progress.  This  may  need  to  be  supplemented  by  investiga- 
tions within  Departments. 

2.  Recently  Completed  Comparative  Studies 

These  include  the  following: 

(а)  Guidance  to  Departments  on  when  and  how  to  use  outside  manage- 
ment consultants. 

(б)  Analysis  of  the  advantages  and  disadvantages  in  different  circum- 
stances of  different  organisational  relationships  between  professionals, 
particularly  engineers,  and  administrative  and  executive  staff. 

(c)  The  working  of  different  regional  structures  of  various  Departments, 
and  their  relationships  with  each  other. 

(d)  Departments'  systems  of  grant  finance  to  local  authorities  and  the 
related  controls. 

(e)  Methods  of'  revitalising  suggestion  schemes.  This  was  undertaken 
for  the  Civil  Service  Efficiency  Committee. 

3.  Preparation  of  Booklets 

In  addition,  the  Division  is  engaged  on  two  booklets  for  general  use  by  the 
Treasury  and  Departments: 

(i)  Preparation  and  handling  of  legislation. 

(ii)  Setting  up  of  public  bodies  for  advisory  and  executive  functions 
outside  Departments. 
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MEMORANDUM  No.  50 
submitted  by 

HER  MAJESTY’S  TREASURY 
July,  1966 

Management  of  the  Civil  Service 

The  Organisation  and  Functions 
of  the  Treasury 

1.  The  purpose  of  this  note  is  to  set  out  for  the  information  of  the  Com- 
mittee the  organisation  and  functions  of  the  Management  Group  of  the 
Treasury.  A chart  is  attached  as  an  appendix  to  this  paper.  The  functions  of 
the  Management  Services  Divisions  have  already  been  described  in  a previous 
paper1  but  this  information  is  for  convenience  repeated  here  in  a slightly 
expanded  form. 

2.  The  Management  Group,  together  with  the  Pay  and  Pensions  Group, 
make  up  the  Pay  and  Management  side  of  the  Treasury.  A Third  Secretary 
is  in  charge  of  each  group  and  they  both  report  to  the  Second  Secretary 
(Mr.  Petch)  who  is  in  charge  of  the  Pay  and  Management  side.  He  in  turn 
reports  to  the  Joint  Permanent  Secretary  of  the  Treasury,  Sir  Laurence 
Helsby.  The  Third  Secretary  (Dame  Elsie  Abbot)  in  charge  of  the  Pay  and 
Pensions  Group  is  also  the  Treasury  Establishment  Officer  responsible  for 
the  domestic  staffing  and  organisation  of  the  Treasury.  (A  Treasury  Second 
Secretary  is  the  same  rank  as  a Permanent  Secretary,  a Treasury  Third 
Secretary  is  the  same  rank  as  a Deputy  Secretary.) 

3.  Three  Under  Secretaries  report  to  the  Third  Secretary,  Mr.  Osmond,  in 
charge  of  the  Management  Group.  They  are  responsible  for  Management 
(Personnel)  (Mr.  Pitchforth);  Training  (Mr.  Keeling);  and  Management 
Services  (Mr.  Lees)  respectively.  The  Third  Secretary  is  also  responsible  for 
the  Treasury  Medical  Service  under  the  Treasury  Medical  Adviser  (Dr. 
Thomson). 

4.  Under  Secretaries  are  responsible  for  several  divisions  normally  headed 
by  Assistant  Secretaries.  The  Under  Secretary  in  charge  of  Management 
(Personnel)  (Mr.  Pitchforth)  is  responsible  for  a number  of  divisions  which 
between  them  take  the  responsibility  for  general  policy  on  manning  and 
staffing  the  Civil  Service.  Establishment  Management  Divisions  1 and  2, 
Establishment  Management  (Statistics)  Division  and  the  divisions  dealing 
with  complementing. 

5.  The  Under  Secretary  for  Management  Services  (Mr.  Lees)  covers  the 
Management  Services  (General)  Division  (M.S,(G)),  Organisation  and 
Methods  Division  1 and  2 (O.M.l  and  O.M.2). 
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6.  The  Director  of  Training  anti  Education  (Mr.  Keeling)  is  the  third 
Under  Secretary,  He  covers  the  Centre  for  Administrative  Studies  and  the 
Training  and  Education  Division  (T.E.)  which  is  responsible  for  the  central 
supervision  of  the  training  of  civil  servants  which  it  carries  out  partly  bv 
issuing  guidance  to  departments  and  partly  by  itself  providing  courses  This 
Division  was  mentioned  in  the  course  of  the  note  on  Civil  Service  Training 
submitted  earlier  by  the  Treasury  and  is  not  described  further  here  Mr 
Keeling  is  also  responsible  for  Welfare  and  Catering  Branch. 


Establishments  (Management)  Division  1 (K.M.l)  (Mr.  Ross) 

7,  The  Division  formulates  the  principles  and  policy  governing  recruitment 
to  and  establishment  in  the  non-industrial  Civil  Service.  It  also  tenders  advice 
on  the  membership  of  Royal  Commissions  and  other  public  committees  and 
members,  particularly  part-time,  or  the  boards  of  nationalised  industries  and 
similar  bodies. 

8,  In  carrying  out  the  first  of’  these  functions  it  collaborates  closely  with 
the  Civil  Service  Commission  and  co-ordinates  their  views  with  those  of 
Government  Departments  and  the  other  Divisions  of  the  Treasury  concerned 
It  conducts  any  necessary  negotiations  with  the  Stair  Side  of  the  National 
Whitley  Council  and  the  .Staff  Associations.  Its  work  involves  consideration 
of  policy  and  problems  affecting  recruitment  to  the  Civil  Service  with  the  aim 
of  securing  for  the  Service  as  good  a supply  of  recruits  with  the  appropriate 
qualifications  as  national  resources  permit. 

9,  It  is  for  the  Treasury,  in  consultation  with  other  Departments,  to  set  the 
requirements  or  specifications  for  established  recruitment  and  it  is  for  the 
Commissioners  to  try  and  meet  these  requirements.  E.M.l  is  jointly  respon- 
sible with  the  Commission  for  ensuring  that  the  Regulations  which  govern  the 
competitions  are  appropriate.  The  Division  is  responsible,  in  consultation  as 
necessary  with  departments  and  other  divisions,  for  determining  all  policy 
points  involved  in  these  Regulations  c.g.  the  standard  of  qualification  required, 
the  frequency  of  competitions,  age  limits  and  so  on.  There  are  currently 
about  350  individual  competitions  a year,  including  competitions  offering  the 
prospect  of  establishment  or  promotion  to  serving  civil  servants.  Much  of 
this  work  consists  of  routine  co-ordination  but  it  does  throw  up  a number  of 
cases  where  policy  changes  arc  indicated. 

10,  The  Division  also  handles  the  broad  policy  of  unestablished  recruit- 
ment and  is  particularly  concerned  with  the  more  senior  grades  and  with 
appointments  where  there  is  a possibility  of  establishment  later  without 
further  competition.  It  deals  with  the  relative  merits  of  permanent  and  un- 
established recruitment.  It  handles  such  questions  as  the  nationality  rules  for 
entry  to  the  Service;  appointments  on  contract  or  permanent  unestablished 
terms;  permanent  appointment  (certification)  without  competition;  and  the 
establishment  of  long  service  temporary  staff.  It  assists  the  Civil  Service 
Commission  in  deciding  on  the  assignment  of  successful  candidates  in  the 
competitions  for  the  Administrative,  Economist  and  Statistician  Classes. 

Establishment  (Management)  Division  2 (E.M.2)  (Mr.  Caulcott) 

H.  E.M.2  is  concerned  with  the  management  policies  of  the  Civil  Service 
and  with  the  careers  stnd  the  development  of  individual  civil  servants  and  their 
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.rt  Thus  the  Division  is  responsible  for  general  policy  on  postings, 
conduct,  inus  tne  nM^neiKU  fnr  the  central  management 


conduct.  Thus  the  D™10"1”'  js  responsible  for  the  central  management 

oHhe^lMses^towhich  theCWil  Service  is  divided  and  for  general  questions 
of  the  classes  mio  wnui  Division  primarily  concerned 

on  the  structure  Committee^  both  in  the  submission  of  Treasury 

with  the  work  of  the  Fu  future  in  putting  into  effect  the  changes 

evidence  to  the  Committee  and  °r, f'  the  present  class  structure 

which  result  from  Committee  • • °in  dealingP  with  their  own  staff, 

of  the  service  and  Depar  men  thJ  each  ciass  should  be  treated,  as 

the  Divisions  main  work  vice  as  a whole.  Thus  arrangements 

far  as  possible,  as  one  group  wi h n th- * *tWeen  Departments,  both 

are  devised  to  achieve  some  degree Departments  and  to 

h ^n^JScrin'the  Executive  and  Clerical  Classes  there  is  a system 
broaden  experience,  in  rative  class  these  aims  are  achieved 

of  pool  promotion  boards.  ‘"  ^ Adm.n  traave  ^ between  Depart. 

by  direct  action  by f E.NU ! o Idministrative  Class  as  a whole  is 
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(Stats).  In  the  case  of  the  p , f the  Management  Committees 

sible  for  the  establishment  of  foe  class  concerned. 

structure,  pay),  require  to  be  drawn  together. 

..  Th„  D;vision  is  also  responsible  for  servicing  a number  of  other  com- 

12.  The  Division  ...  h officer’s  meetings,  various  panels  concerned 

Xp^motfonge  g!  the  Special  Merit  Promotion  Board  for  Scientists  tad 
the  Civil  Service  Efficiency  Committee. 

13.  The  Division  is 

which  either  cannot  e Y . service_wide  search  for  suitable 

have  been  agre, Th^ivi SS  H£fb-^on.lble  for  staffing  new 
candidates  (trawling).  The  D • of  staff  following  redundancies  or 

departments  ^as  fallen  much  of  the  central  management 

th“  of  new  departments  since  the  1964  election. 
14  The  Division  is  called  upon  to  advise  on  particular  cases  involving 
questions  of  conduct  and  discipline,  and  .eks  to  — 

uniformity  of  practice  throughout  t other  extra-official  activities, 

on  the  political  activities  o cm  ser  ]t’a|so  handies  certain  miscellaneous 
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policy  through  the  civil  service;  and  for  dispersal  policy. 


Establishment  Management  (Statistics)  Division  (E.M.(Stats))  (Mr. 
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Its  responsibilities  include  giving  advice  on  all  statistical  aspects  of  manage 
ment.  The  main  source  of  data  is  the  Central  Staff  Record,  which  at  present 
covers  established  non-industrial  staff,  but  it  is  proposed  to  enlarge  it  Infor 
mation  from  the  Record  is  supplemented  when  necessary,  by  returns  from 
Departments.  The  Division  is  also  responsible  for  the  maintenance  of  the 
Administrative  Stall  Register  and  the  similar  Statisticians’  Register  The 
Division  is  headed  by  a Chief  Statistician. 


Establishments  (Complementing)  Division  (E.C.)  (Mr.  Littlewood) 

17.  This  Division  is  responsible  for  Treasury  control  of  staff  complements 
and  grading  in  the  major  civil  Departments,  including  the  overseas  Depart- 
ments and  the  Diplomatic  Service  and  in  some  associated  public  bodies.  It  is 
also  responsible  for  general  policy  on  complementing  and  grading  in  all  the 
major  general  service  and  linked  departmental  classes. 

18.  The  first  of  these  responsibilities  is  carried  out  by  detailed  scrutiny 
of  annual  Estimates  in  respect  of  staff  and  related  items;  the  examination  of 
six-monthly  manpower  forecasts  and  determination  of  annual  (in  some  cases 
bi-annual)  manpower  ceilings;  hy  consideration  of  proposals  for  new  func- 
tions, or  for  the  development  of  existing  activities,  which  have  staffing  implica- 
tions, and  consideration  of  potential  economies  in  present  work;  by  considera- 
tion of  proposals  of  new  posts  or  for  upgradings,  whenever  these  are  beyond 
the  limits  of  Departments’  delegated  authorities;  by  sample  staff  inspection 
to  check  grading  and  complementing  standards  in  Departments. 

19.  The  second  responsibility  involves  the  review  and  revision  of  the  defini- 
tions of  duties  of  grades,  and  participation  in  consideration  of  proposals  for 
the  introduction  of  new  grades  or  the  elimination  of  existing  grades;  the 
consideration  of  complementing  or  grading  proposals  from  Departments  and 
other  bodies  dealt  with  by  other  divisions,  as  well  as  by  E.C.  Division  itself, 
both  in  discussion  and  by  inspection;  by  the  initiation  of  action  for  the  better 
deployment  of  skills  within  a class  or  Department— e.g.  by  the  devolution  of 
work  from  professional  to  non-professional  civil  servants. 

Establishment  (Administrative  Reviews)  Division  (E.A.R.)  (Mr.  Christopherson) 

20.  Last  year  as  an  experiment  an  Assistant  Secretary  was  appointed  to 
conduct  reviews  of  Administrative  grading  and  complementing  (particularly 
Assistant  Secretary  posts)  in  Departments.  He  operates  in  consultation  with 
the  complementing  Divisions.  In  addition,  one  of  the  E.C.  sections  reports 
to  this  Assistant  Secretary  on  general  complementing  and  grading  questions 
in  a group  of  Departments  and  classes. 

Organisation  and  Methods  Division  1 (Mr,  Archer) 

21.  Five  of  the  six  Branches  into  which  the  Division  is  divided  provide  a 
direct  0.  & M.  Service  to  the  smaller  Departments  and  also  take  part  in 
joint  assignments  with  the  larger  Departments  which  have  their  own  O.  & M. 
branches.  They  also  advise  on  the  organisation  and  procedures  of  Depart- 
ments or  branches  of  Departments  being  newly  created.  One  of  these  branches 
is  stationed  in  Edinburgh.  The  sixth  branch  has  recently  been  set  up  to 
develop  and  apply  management  techniques  related  to  0.  & M.  (e.g.  work 
study,  network  analysis)  and  to  promote  their  use  by  Departments,  and  also 
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to  collect  and  publish  information  about  all  kinds  of  management  services. 
This  branch  is  now  responsible  for  the  publication  of  the  0 & M Bulletin 
and  for  maintaining  a specialist  library  and  a comprehensive  and  up-to-date 
collection  of  office  machinery  and  other  equipment. 

22.  The  Division  keeps  itself  informed  about  the  programmes  of  work  in  the 
Departmental  0.  & M.  Branches  and  sometimes  takes  part  in  joint  assign- 
ments with  them.  It  acts  at  the  request  of  Departments  and  its  services  are 
advisory.  It  makes  such  recommendations  to  the  Head  of  that  Department 
or  to  the  Establishment  Officer  and  they  arc  followed  up  by  the  Division  to 
check  and  sometimes  to  assist  on  implementation.  In  addition,  the  Division 
takes  the  initiative  in  approaching  Departments,  particularly  where  it  has  not 
recently  been  active  there,  with  a view  either  to  undertaking  a specific  assign- 
ment (which  may  have  been  suggested  by  another  Treasury  Division  or  by  the 
House  of  Commons  Estimates  Committee)  or  to  making  a general  review 
which  will  identify  fruitful  fields  for  O.  & M.  work. 

Organisation  and  Methods  2 (Mr.  Whyte) 

23.  This  Division  is  responsible,  jointly  with  the  Departments  for  the 
installation  and  use  of  electronic  computers  and  punch  card  equipment  for 
office  purposes  in  all  Government  Departments  except  the  Post  Office,  it 
consists  of  three  branches,  but  a fourth  branch  is  being  set  up  consisting  of 
scientists  who  will  work  exclusively  on  operational  research  problems  in 
Departments.  The  Division  relies  for  technical  advice  on  the  Ministry  of 
Technology’s  technical  support  unit  (T.S.S.U.),  a team  of  electronic  engineers 
and  scientists  which  advises  on  the  technical  aspects  of  Automatic  Data 
Processing  (A.D.P.)  equipment.  These  Branches  and  the  T.S.S.U.  keep  in 
close  touch  with  the  makers  of  A.D.P.  and  with  the  Departments  which  use  it. 
This  Division  acts  mainly  at  the  request  of  Departments  and  its  services  are 
for  the  most  part  advisory,  but  as  all  computer  projects  require  Treasury 
approval  before  the  Computer  can  be  purchased  or  hired,  there  is  in  practice 
substantial  measure  of  control. 

O.M.  (Training)  (Mr.  Kiernan) 

24.  O.  & M.  (Training)  runs  regular  training  courses  for  both  the  Depart- 
mental 0.  & M.  Branches  and  the  Treasury  Divisions  in  General  O.  & M. 
work  for  those  who  will  practise  it  and  for  those  who  will  supervise  them,  and 
also  in  systems  analysis  and  programming  for  those  engaged  in  computer 
projects.  It  also  runs  courses  from  time  to  time  on  particular  techniques, 
e.g.  clerical  work  measurement,  network  analysis,  as  well  as  A.D.P.  apprecia- 
tion courses.  The  Division  has  links  with  various  bodies  outside  government 
service,  such  as  the  Institute  of  Office  Management  and  the  Royal  Institute 
of  Public  Administration,  to  facilitate  the  exchange  of  information  on  O.  & M. 
subjects. 

Management  Services  (General)  (Mr.  Couzens) 

25.  This  Division  was  set  up  to  survey  and  compare  systematically  the 
practices  in  the  use  of  money  or  manpower  which  are  common  to  a number  of 
Departments  and  which  lie  beyond  the  specific  field  of  O.  & M.  It  may  act  at 
the  instance  of  Treasury  Management  and  Expenditure  Divisions  or  upon  its 
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own  initiative,  and  the  purpose  in  either  case  is  to  search  for  the  best  practices 
by  bringing  together  the  relevant  material,  revealing  the  differences  between 
practices  and,  by  assessing  their  comparative  merits,  drawing  attention  to 
inadequacies.  The  Division  seeks  the  relevant  experience  not  only  of  Govern- 
ment Departments  but  of  outside  employers  and  of  other  countries  as  well 
Except  in  relation  to  costing  and  cost  accounting  techniques  it  is  not  the 
function  of  this  Division  to  develop  particular  management  techniques  or  to 
apply  them  in  particular  situations,  beyond  searching  for  new  situations  in 
which  they  might  offer  the  prospect  of  improving  performances.  The  Division 
is  also  responsible  for  the  Civil  Service  Typing  Advisory  Unit. 

Welfare  and  Catering  Branch  (Mr,  O.  M.  Davies) 

26.  This  Branch,  headed  by  a Senior  Chief  Executive  Officer,  who  is  also  the 
welfare  adviser,  consists  of  the  Welfare  Adviser’s  branch  and  the  Catering 
Adviser's  section. 

27.  The  Welfare  Adviser’s  branch  carries  the  responsibility  for  staff 
welfare,  for  ensuring  that  the  welfare  of  the  staff  is  taken  into  account  in 
determining  the  conditions,  physical  and  other,  in  which  civil  servants  work, 
for  advising  Departments  on  their  own  welfare  policies  and  selection  of 
welfare  personnel,  and  for  training  Departmental  Welfare  Officers.  The 
Branch  also  has  an  executive  responsibility  in  the  arrangements  to  provide 
hostel  accommodation  for  young  civil  servants  living  in  London. 

28.  The  Catering  Adviser’s  section  is  responsible  for  advising  on  the  plan- 
ning and  equipment  of  staff  restaurants.  Its  main  function  is  however  to 
advise  the  Treasury,  Departments  and  Staff  Restaurant  Committees  on  all 
aspects  of  catering. 


yf 
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MEMORANDUM  NO.  51 
submitted  by 

HER  MAJESTY’S  TREASURY 
February,  1967 


Management  Accounting  Unit 


The  functions  or  the  Management  Service  Divisions  were  described  in  the 
paper  on  Management  Services1 *  and  also  in  the  paper  on  the  organisation 
and  functions  of  the  Treasury.3  The  Committee  may  wish  to  know  that  a 
Management  Accounting  Unit  was  established  on  1st  November  1966  as  a 
new  Treasury  Branch  within  the  Management  Group  of  Divisions.  The 
Assistant  Secretary  of  the  Management  Services  (General)  Division  also  heads 
the  Management  Accounting  Unit. 

The  Unit  is  concerned  with  the  wider  and  more  intensive  application  of 
systematic  tests  of  cost  and  benefit  to  management.  In  the  early  stages,  the 
main  themes  of  the  work  which  it  will  undertake  will  include; 

(a)  helping  to  investigate  the  scope  for  the  wider  application  in  the 
Service  of  output  budgeting  (functional  costing); 

(b)  investigating  the  scope  for  the  wider  application  of  cost-benefit 
analysis,  cost  effectiveness  analysis  and  investment  appraisal  in  the 
public  service; 

(c)  investigating  the  scope  for  the  wider  application  of  straightforward 
costing  and  comparative  costing  techniques,  especially  to  functions 
extending  over  more  than  one  Department;  and 

(d)  dissemination  of  information  in  these  fields,  drawing  where  necessary 
on  experience  in  the  private  sector  and  nationalised  industries.  The 
Unit  will  be  publishing  a Glossary  of  Management  Techniques  in 
mid-February. 

A great  deal  of  this  sort  of  activity  is  of  course  already  in  progress  both 
in  Departments  and  in  the  Treasury.  The  new  Unit  will  try  to  encourage  the 
development  of  the  use  or  the  techniques  to  help  in  getting  better  value  for 
money. 

Most  of  the  work  of  the  Unit  will  supplement  that  of  the  Expenditure 
Divisions  within  their  province.  It  will  act  as  a common  service  for 
those  Divisions  and  it  will  therefore  operate  “ under  licence  ” from  the 
Expenditure  Divisions,  keeping  them  fully  in  touch  with  what  it  is  doing. 
The  Unit  is,  however,  free  to  take  the  initiative  in  proposing  new  projects. 

The  distinction  between  the  work  of  the  Management  Accounting  Unit  and 
the  work  of  M.S.(G)  Division  is  broadly  between  work  concerned  with  costing 
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in  all  its  forms  and  work  with  no  direct  and  immediate  costing  element. 
Whilst  in  general  the  work  of  O and  M is  advisory,  the  Expenditure  Divisions 
or  the  Management  Side  of  the  Treasury  will  be  free  to  press  for  the  app  .ca- 
tion of  the  results  of  the  work  of  the  Management  Accounting  Unit  where  they 
consider  this  to  be  of  value. 

The  Unit  has  a small  staff;  it  includes  two  costs  accountants  and  it  has 
direct  access  to  economic  advice.  The  staff  will  be  expanded  if  the  demands 
on  it,  and  the  success  of  its  work,  show  this  to  be  justified. 
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submitted  by 

HER  MAJESTY’S  TREASURY 
February,  1967 


Relationship  between  Organisation  and 
Methods  and  Staff  lnspection 

The  Committee  asked  for  a note  about  the  reasons  why  0 and  M and  staff 
inspection  work  are  generally  carried  out  separately. 

2.  Both  these  activities  are  aids  to  efficient  management,  and  so  serve  the 
same  general  purpose;  but  they  are  clearly  distinguishable  and  can  differ 
considerably  in  detail.  O and  M is  primarily  concerned  with  analysis  of  tasks 
and  the  methods  by  which  they  are  performed  as  well  as  the  organisation 
required  for  the  purpose.  Staff  inspection  is  directed  to  the  assessment  of 
the  correct  numbers  and  grades  of  staff  required  for  the  efficient  performance 
of  a given  amount  of  work. 

3.  0 and  M work  is  by  no  means  limited  to  dealing  with  problems  which 
might  also  involve  staff  inspection.  Some  O and  M assignments  deal  quite 
narrowly  with  such  things  as  office  equipment,  the  design  of  forms  or  the 
sequence  of  particular  operations  which  may  not  necessarily  have  implications 
for  the  numbers  of  staff  employed.  They  may  also  advise  on  the  right  pattern 
of  organisation  for  a Department  which  has  yet  to  be  set  up,  or  which  is  in 
process  of  being  set  up,  where  there  is  at  that  stage  no  scope  for  staff  inspection. 
0 and  M assignments  too  may  study  a particular  service  in  more  than  one 
Department,  for  example,  messenger  services  or  drawing  offices. 

4.  Staff  inspection,  on  the  other  hand,  may  often  be  applied  to  large  groups 
of  staff  where  the  Treasury  or  the  Department  concerned  does  not  think  it 
necessary  to  review  the  organisational  pattern  of  work  and  the  point  at  issue 
will  be  either  the  load  of  work  falling  on  the  staff  as  a whole  or  the  level  of 
responsibility  falling  on  certain  members  of  staff. 

5.  0 and  M work  calls  for  a range  of  skills  in  which  civil  servants  need, 
and  receive,  intensive  training;  staff  inspection  involves  its  own  skills,  but 
these  can  be  quite  quickly  applied  by  intelligent  civil  servants  of  the  middle 
levels  who  have  themselves  had  fairly  broad  experience  in  the  Government 
Service.  To  insist  that  everywhere  both  these  ranges  of  skills  should  be 
assimilated  by  the  same  people,  which  would  be  the  logic  of  bringing  the  two 
together,  would  unduly  complicate  staffing  (though  in  Departments  needing 
very  few  O and  M staff  and  staff  inspectors  integration  of  the  work  may  in  the 
circumstances  be  justifiable). 

6.  There  is  also  some  difference  in  coverage  and  tempo  of  work  between 
the  two  activities.  An  O and  M investigation  of  a Department  or  Branch  often 
needs  to  cover  the  whole  territory,  whereas  staff  inspection  can  frequently 
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proceed  on  a sampling  basis,  particularly  where  the  mam  object  is  to  test 
grading  standards.  An  O and  M investigation  generally  takes  much  longer 
than  a staff  inspection  so  that  to  link  one  to  the  other  may  wel  cause  delay. 
As  the  findings  of  staff  inspection  are  often  required  urgently,  this  might  not 
be  acceptable.  In  one  of  the  two  largest  Departments  which  has  in  the  past 
combined  staff  inspection  with  O and  M,  it  has  been  found  that  the  urgent 
demands  for  the  first  have  tended  to  diminish  the  tune  available  for  the  second. 
This  has  led  to  Staff  Side  criticism  and  the  two  services  will  shortly  be  re- 
organised separately. 


7.  Both  in  this  particular  case  and  generally,  one  other  consideration  is 
involved:  historically,  Organisation  and  Methods  have  been  “sold  to  the 
Service  on  the  basis  that  they  provide  a positive  and  helpful  way  of  solving 
oroblems  They  are,  in  effect,  used  as  an  agency  service  whose  advice  is 
welcomed  and,  provided  it  is  well  considered  and  well  presented,  is  normally 
taken  On  the  whole  this  has  worked  very  well  and  there  are  lew  quarters  of 
the  Government  Service  where  the  help  of  O and  M is  not  welcomed.  Staff 
inspection  is  also  well  understood  and  accepted  by  staff,  but  it  is  an  instrument 
of  control  whether  applied  to  a Government  Department  by  its  own  Estab- 
lishment Division  or  by  the  Treasury.  These  somewhat  conflicting  considera- 
tions could  be  a considerable  obstacle  to  a formal  unification  or  the  two 
functions  even  though  they  do  not  preclude  close  collaboration. 


8 But  in  certain  assignments,  there  is  a close  relationship  between  the 
type  of  organisation  problem  on  which  O and  M advice  may  be  sought  and 
the  work  of  staff  inspection.  On  such  occasions,  the  two  can  and  should  be 
brought  together.  In  most  Departments  large  enough  to  have  their  own 
Organisation  and  Methods  organisation  both  the  O and  M and  the  Corryle- 
menting  Division  would  be  responsible  to  the  Principal  Establishment  Officer 
who  should  be  alert  to  see  where  such  common  ground  lies.  In  the  Treasury, 
the  staff  inspectors  work  in  the  Complementing  Divisions,  but  there  is  close 
liaison  between  them  and  the  O and  M Divisions,  and  both  are  ultimately 
responsible  to  the  Third  Secretary  in  charge  of  the  Management  Group. 

It  should  be  borne  in  mind  that  whereas  Treasury  staff  inspection  extends  to 
all  Departments,  Treasury  0 and  M gives  a direct  service  only  to  the  small 
and  medium  size  ones  though  it  carries  out  some  joint  assignments  with  the 
0 and  M services  of  the  larger  Departments. 

9.  The  Treasury  fully  reviewed  its  own  arrangements  two  years  ago.  As 
a result,  liaison  between  the  two  services  was  considerably  strengthened. 
Work  programmes  are  exchanged;  newcomers  to  both  services  spend  a 
short  time  working  with  the  other;  and  both  services  are  asked  to  pay  special 
attention  during  assignments  to  fruitful  fields  of  work  for  the  other.  Joint 
staff  inspection/O  and  M reviews  combining  the  full-time  of  an  O and  M 
officer  and  the  part-time  or  a staff  inspector  have  been  undertaken  where  it  is 
clear  that  a combined  approach  is  called  Tor  and  recently  senior  O and  M 
officers  have  been  attached  to  the  Treasury  Assistant  Secretary  responsible 
for  reviews  of  Administrative  staff  in  Departments  which  look  to  Treasury 
O and  M for  a direct  service  with  a view  to  identifying  fruitful  fields  for  subse- 
quent O and  M work.  Co-operation  of  this  kind  will  continue  and  develop 
as  seems  desirable,  but  it  is  considered  that  the  case  for  separate  services  is 
still  valid. 
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submitted  by 

HER  MAJESTY’S  TREASURY 
February,  1968 


Operational  Research 


A new  Management  Services  Division  has  now  been  set  up  to  undertake 
operational  research  and  provide  advice  and  guidance  to  Departments  on 
its  use  The  Head  of  the  Division,  a Deputy  Chief  Scientific  Officer,  has  been 
appointed  and  the  intention  is  to  build  up  the  staff  to  12  professional  officers 
of  mixed  disciplines. 

2 The  immediate  task  of  the  Division  will  be  to  promote  the  use  of  opera- 
tional research  by  establishing  its  relationships  with  Departments,  encouraging 
co-operation  in  studies  which  cross  Departmental  boundaries,  giving  advice 
on  fields  for  application,  helping  to  mount  studies  and,  where  appropriate, 
advising  on  the  employment  of  consultants.  At  the  same  time  the  Division 
will  carry  out  studies  of  its  own, 

3 Eventually  the  Division  should  undertake  studies  of  some  magnitude, 
not'only  to  maintain  its  own  ability  to  advise  Departments  and  to  establish 
itself  professionally  but  also  to  plug  gaps  where  they  are  round.  When  an 
experienced  team  has  been  built  up  the  Division  may  attempt  studies  of  matters 
close  to  policy,  but  initially  the  Division’s  own  studies  must  be  at  a somewhat 
lower  level. 
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MEMORANDUM  NO.  54 
submitted  by 

HER  MAJESTY’S  TREASURY 
May,  1966 

A.D.P.  in  the  Civil  Service 


1.  Government  Departments  were  among  the  first  organisations  in  the 
UK  to  make  use  of  automatic  data  processing  for  administrative  work. 
Serious  studies  of  their  potentialities  began  in  1956  and  led  to  the  installation 
0r  the  first  computer  doing  payroll  work  for  the  Ministry  of  Aviation  and  the 
National  Assistance  Board  in  January,  1958.  At  this  early  stage  it  was  recog- 
nised that  computers  could  make  a valuable  contribution  to  limiting  the  rate 
of  increase  of  the  clerical  staff  required  by  the  Civil  Service,  and  within  two 
years  sixteen  more  computers  were  in  operation.  Many  or  these  were  engaged 
on  payroll  work,  but  a start  was  made  on  their  application  to  costing  and 
accounting  procedures,  the  calculation  of  subsidies,  and  the  preparation  of 
statistics. 

2 From  the  first,  the  Treasury  played  a positive  role  by  encouraging 
Departments  to  use  these  techniques  wherever  they  were  applicable,  and 
establishing  the  procedures  to  be  used  by  Departments  in  their  studies.  The 
Treasury  role  was  further  strengthened  by  the  establishment  in  1958 I of  a team 
of  professional  engineers  known  as  the  Technical  Support  Unit  (T.S.U.)  to 
provide  objective  advice  to  the  Treasury  on  engineering  aspects  of  computer 
installations, 

3 Bv  1st  April  1965  the  scale  of  Treasury  participation  had  grown  to 
occupy  the  full  time  of  a staff  of  20  officers  under  an  Assistant  Secretary, 
together  with  some  25  engineers  in  the  T.S.U.  At  that  date  the  administrative 
control  of  the  T.S.U.  was  transferred  to  the  Ministry  of  Technology  s Com- 
miter  Advisory  Service,  which  had  been  set  up  to  provide  advice  on  computer 
installations  for  the  public  sector  other  than  Government  Departments,  but 
the  arrangements  by  which  the  T.S.U.  provided  engineering  advice  to  Govern- 
ment Departments  through  the  Treasury  remained  unaltered.  At  the  31st 
March,  1966  the  number  of  posts  authorised  for  Treasury  staff  engaged  on 
A.D.P.  work  was  26. 

4 At  that  date  the  number  of  installations  accepted  had  grown  to  62,  and 
four  earlier  equipments  had  been  retired  with  the  result  that  58  installations 
were  than  operational.  These  are  listed  in  Schedule  I attached,  from  which  it 
will  be  seen  that  the  range  of  tasks  undertaken  has  grown  to  include  work  on 
various  forms  of  accounting,  stores  control,  tax  collection  and  the  calculation 
of  graduated  pensions. 

5.  The  financial  justification  for  most  of  the  computers  installed  so  far  has 
been  based  upon  the  savings  achieved  by  staff  reductions,  and  the  comments 
on  Schedule  I give  indications  of  the  savings  achieved  in  a number  of  cases. 
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It  may  however,  lake  four  to  five  years  for  a project  to  progress  from  the 
initial  study  to  full  operation  and  during  this  time  the  scale,  and  often  even 
the  nature,  of  the  work  in  a Department  is  not  static.  For  this  reason,  it  is 
usually  difficult,  and  may  be  misleading,  to  say  what  staff  savings  have  been 
achieved  and  to  compare  these  with  forecasts  that  were  made.  We  are  now 
idly  moving  into  an  era  when  the  sheer  volume  of  work  to  be  performed 
in  some  cases  could  not  be  performed  within  the  available  time  by  manual 
means  and  in  such  circumstances,  the  question  of  staff  savings  becomes 
academic.  Moreover  in  the  G.P.O.  staff  savings  cannot  readily  be  related  to 
narticular  computers  because  some  projects  span  more  than  one  computer 
and  because  work  may  be  transferred  from  one  computer  to  another.  Esti- 
mated stall'  savings  in  the  G.P.O.,  which  are  shown  separately  in  Schedule  II, 
are  therefore  related  to  particular  projects.  Completion  of  these  projects 
will  be  spread  over  several  years  and  will  require  not  only  the  computers  now 
installed  and  on  order  (at  a total  capital  cost  of  £4m.)  but  also  further  com- 
puters to  be  purchased  at  an  estimated  additional  cost  of  about  £6jsm. 

6 Schedule  III  gives  details  of  the  21  computers  on  order  for  administrative 
purposes  in  Departments  at  31st  March,  1966  and  confirms  the  trend  towards 
the  use  of  very  large  and  powerful  machines. 


7 Continuous  efforts  are  being  made  by  Departments,  with  the  help  and 
encouragement  of  the  Treasury,  to  overcome  the  obstacles  impeding  the 
more  rapid  introduction  of  computers  wherever  these  may  be  profitably 
employed.  It  has  been  estimated  that  the  number  of  admmistrative  com- 
puters^ use  in  the  Civil  Service  will  grow  to  100  by  about  1970  and  may 
reach  about  300  by  1980.  Whether  it  will  be  possible  to  achieve  this  rate  of 
arowth  will  depend  very  largely  on  our  ability  to  overcome  the  existing 
extreme  shortages  of  staff  for  the  planning  of  the  work  and  the  programming 
of  threomputers.  The  Treasury  is  trying  to  overcome  these  shortages,  but 
the  problem  is  national  and  there  is  a steady  drain  of  the  younger  trained 
Civil  Servants  to  industry,  where  the  immediate  (though  not  necessarily  the 
ultimate)  financial  rewards  arc  generally  higher. 

8.  The  relatively  large  number  of'  clerical  and  executive  staff  which  it  is 
honed  to  save  by  the  use  of  computers  raises  the  question  of  redunda  y. 
We  do  not  expect  this  to  become  a serious  problem  because  although  there 
will  undoubtedly  be  some  disturbance  and  in  many  cases  considerable  reloca- 
fion  of  staff  this  need  not  lead  to  redundancy  because  more  than  15,000 
clerical  and  executive  staff  leave  the  Service  each  year  for  various  reasons. 
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Schedule  11 

Staff  Savings  from  Computer  Projects  in  the  G.P.O. 


Project 

Estimated 
Staff  Savings 

Accountant  General's  Department  

298 

Savings  Department  

4,140 

Supplies  Department  anti  [engineering  Department 

1,400 

Telephone  Managers'  and  Head  Postmasters’  Areas 

10,165 

Total  

16,003 
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MEMORANDUM  NO.  55 
submitted  by 

HER  MAJESTY’S  TREASURY 
July,  1966 


The  Adequacy  of  the  Provision  of 
Office  Machines  in  the  Civil  Service 


We  know  of  no  objective  criterion  of  adequacy  of  mechanisation  in  offices, 
and  after  consulting  the  Business  Equipment  Trades  Association,  the  Institute 
of  Office  Management  and  the  Board  of  Trade  we  are  led  to  conclude  that 
no  studies  have  been  made  of  this  in  this  country.  It  is  however  possible  to 
show  that  mechanisation  has  been  considerably  extended  in  the  Civil  Service 
during  the  past  10  years.  During  this  period  it  has  been  a standing  commit- 
ment of  departmental  O and  M Branches  in  the  larger  Departments  and  of 
the  Treasury  O and  M Divisions  (with  the  help  of  Methods  Officers)  in  the 
smaller  Departments  to  ensure  that  machines  are  introduced  whenever  and 
wherever  the  resultant  increase  in  efficiency  (measured  in  terms  of  savings  in 
money,  staff  or  improved  services)  is  commensurate  with  the  capital  outlay 
involved.  In  the  case  of  dictating  machines,  in  particular  reductions  m the 
prices  of  suitable  machines  on  the  market  and  increases  in  the  salaries  of  short- 
hand typists,  have  led  the  Treasury  to  reassess  from  time  to  time  the  number  of 
expected  weekly  hours  of  use  of  a machine  that  would  be  held  to  justify 
providing  it. 

The  following  figures  of  office  machines  in  service  and  in  stock  indicate 
the  increase  in  the  provision  of  the  main  types  of  office  machinery  between 
31st  March  1956  and  31st  March  1966  for  all  Government  Departments, 
including  the  Post  Office. 


Typewriters  

Duplicators  and  Photo  copiers 
Adding,  Accounting  and  Calculating  .. 

Addressing  

Dictating  

Miscellaneous  (coin  counting,  stitching, 
folding  etc.)  


1956 

1966 

Percentage 
increase  over 

79,298 

91,609 

10  years 
16 

10,251 

20,451 

100 

19,116 

26,501 

37 

2,880 

3,481 

20 

2,634 

13,338 

400 

2,969 

8,459 

190 

Over  this  same  period  the  numbers  of  non-industrial  staff  in  these  Departments 
rose  from  about  639,000  to  about  720,000  (this  figure  does  not  include : the 
Post  Office  staff  formerly  classified  as  industrial),  an  increase  ot  about 
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MEMORANDUM  NO.  56 


submitted  by 

THE  MINISTRY  OF  PUBLIC  BUILDING  AND  WORKS 
December,  1966 

Government  Office  Accommodation 


Present  Situation 

1.  Government  Offices  have  to  be  provided  for  a variety  of  purposes, 
accommodating  units  of  staff  varying  in  number  from  two  or  three  to  several 
thousand. 

2.  To  meet  the  needs  of  Departments  other  than  the  Post  Office,1 * * *  the 
Ministry  of  Public  Building  and  Works  have  over  40  million  sq.  ft.  net2  of 
office  accommodation  throughout  the  United  Kingdom. 

3.  About  a quarter  of  the  space  is  in  central  London,  and  three  quarters  in 
outer  London  and  the  provinces.  About  60  per  cent,  is  occupied  by  Regional, 
District  and  Local  Office  staff,  and  the  remainder  by  Headquarters  staff. 
The  location  of  Regional,  District  and  Local  Offices  is  determined  by  the 
areas  and  populations  they  serve.  As  for  Headquarters  staff,  the  aim  is  to 
house  in  central  London  those  whose  work  requires  them  to  be  there,  and  the 
rest  further  afield.  At  present  there  is  about  10  million  sq.  ft.  of  Headquarters 
accommodation  in  central  London. 

4.  About  half  the  Government  office  accommodation  outside  London  is 
Government-owned.  In  central  London,  the  proportion  is  less  than  one- 
third;  about  half  this  Government  owned  Headquarters  accommodation 
in  central  London  was  erected  before  1900,  and  only  a quarter  since  the  first 
World  War,  so  much  is  due  for  renewal. 

5.  Part  of  the  premises  owned  by  the  Ministry  is  in  the  form  of  single- 
storey offices  on  the  periphery  of  London  and  in  some  of  the  larger  pro- 
vincial towns.  These  were  erected  during  and  after  the  war;  they  are  con- 
sidered to  provide  satisfactory  accommodation,  and  in  general  have  a remain- 
ing life  of  twenty  years. 


Future  Plans 

6.  The  Ministry  of  Public  Building  and  Works  would  like  to  increase  the 
proportion  of  Government-owned  accommodation,  particularly  in  central 
London  where  comparatively  little  has  been  built  by  the  Ministry  in  the  last 
half  century  and  where  rents  are  very  high.  It  is  much  more  economical  to 
house  staffs  in  Government-owned  instead  of  leased  accommodation,  partic- 
ularly as  leases  are  often  subject  to  periodical  rent  revision.  The  provision 

1 Who  hold  the  title  to  their  own  buildings,  which  M.P.B.W.  provides  and  maintains  as 

anMBee“sabTeV  office  and  ancillary  space,  as  distinct  from  the  gross  area  of  office  buildings. 
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of  Government-owned  offices,  besides  being  more  economical,  gives  an 
opportunity  for  housing  Departments  more  efficiently  than  at  present. 

7.  The  Ministry  is  planning  to  redevelop  with  Government  Offices  the  sites 
at  the  south  end  of  “ Whitehall  ",  between  Bridge  Street  and  Richmond 
Terrace  and  (later)  between  Downing  Street  and  Great  George  Street.  It  js 
estimated  that  it  will  be  possible  to  house  an  additional  7,000  civil  servants 
on  these  sites,  as  well  as  replace  with  modern  buildings  those  Government 
Offices  at  present  on  the  sites  which  house  about  4,500  staff.  The  Ministry 
expects  later  to  have  to  house  further  staff  in  and  near  to  “ Whitehall  ”,  The 
new  offices  in  “ Whitehall  " which  arc  being  treated  as  a development  project 
and  are  expected  to  incorporate  a number  of  new  ideas,  will  be  designed  to  a 
high  standard  and  after  a fundamental  reappraisal  of  requirements. 

8.  The  Whitehall  Redevelopment  scheme  will  help  the  Ministry’s  general 
policy  of  bringing  together  in  one  building  or  group  of  buildings  those  staff  of 
individual  Departments  who  need  to  be  in  central  London,  instead  of  having 
them  scattered  as  at  present,  and  will  at  the  same  time  help  to  bring  separate 
Departments  closer  together. 

9.  The  programme  of  major  new  buildings  outside  London  consists  mainly 
of  schemes  for  accommodating  staff  who  are  being  dispersed  from  London 
and  schemes  for  coping  with  the  expansion  and  re-organisation  of  Depart- 
mental work  including,  in  some  instances,  new  computer  installations. 

10.  There  is  also  a Local  Office  building  programme,  which  is  concerned 
to  a large  extent  with  replacing  premises  where  leases  are  expiring  and  sub- 
standard premises. 

11.  The  Ministry  will,  however,  have  to  go  on  leasing  a good  deal  of 
accommodation.  The  growth  of  the  civil  service,  re-organisation  at  short 
notice,  financial  and  other  restrictions,  and  difficulties  in  acquiring  sites,  all 
contribute  to  restricting  the  proportion  of  staff  housed  in  Government- 
owned  accommodation.  In  view  of  the  fluctuations  that  can  occur  from  time 
to  time  in  the  amount  of  accommodation  required  in  particular  places,  it 
would  not  in  any  case  be  desirable  to  rely  entirely  on  Government-owned 
buildings. 

12.  Both  building  and  leasing  of  new  offices  provide  an  opportunity  of 
improving  conditions  and  accommodating  staff  on  the  agreed  long-term 
space  standards.  Since  1958,  over  80  per  cent  of  staff  in  London  and  70  per 
cent  elsewhere  have  moved  on  to  these  new  standards. 

13.  The  Ministry  of  Public  Building  and  Works  is  planning  to  spend  about 
£30  million  on  new  Crown  Offices  over  the  next  five  years — about  £8  million 
on  new  London  Headquarters  Offiees,  £12  million  on  large  provincial  build- 
ings (including  dispersed  Headquarters  schemes),  and  £10  million  on  Local 
Offices, 

14.  The  annual  office  rent  bill,  which  is  expected  to  reach  £16-5  million 
this  year,  is  likely  to  rise  by  about  a further  £10  million  during  the  next 
five  years,  owing  to  the  need  to  hire  additional  accommodation,  to  renew 
existing  leases  or  to  lease  replacement  accommodation  where,  for  one  reason 
or  another,  the  Ministry  is  unable  or  unwilling  to  retain  existing  premises 
or  provide  a Crown  building  instead, 
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Standards  of  Office  Accommodation 

15.  The  standards  of  working  conditions  at  present  in  force  were  drawn  up 
as  the  result  of  a review  of  office  conditions  which  took  place  after  the  second 
World  War.  The  review  had  the  object  of  bringing  standards  into  line  with 
good  employer  practice.  The  standards,  which  have  been  agreed  with  the 
Staff  Side  of  the  National  Whitley  Council,  include  space  allocation,  furniture, 
lighting,  heating,  noise  levels,  frequencies  of  internal  decoration,  and  the 
provision  of  common  rooms  and  staff  restaurants.  The  standards  applicable 
to  normal  office  accommodation  in  new  office  buildings  are  described  in 
Annex  “ A ”. 

16.  The  Ministry  try  to  apply  new  standards  to  new  buildings,  both  Crown 
and  leased,  and  to  existing  buildings,  when  they  undergo  major  modifications. 

17.  The  Ministry  has  had  to  rely  on  hiring  new  accommodation  from 
private  firms,  and  to  this  extent  Government  accommodation  is  comparable 
with  that  occupied  by  private  firms.  New  Crown  buildings  compare  favour- 
ably with  those  of  private  organisations. 


Standards  of  Up-keep  and  Maintenance 

18.  The  condition  of  office  accommodation  depends  partly  on  the  standards 
of  housekeeping  and  domestic  cleaning  enforced  (which  are  mainly  the  day_ 
to-day  responsibility  of  occupying  Departments)  and  partly  on  the  standards 
of  maintenance  and  decoration  adopted  by  the  Ministry  of  Public  Building 
and  Works.  Maintenance  and  decoration  and  some  cleaning  are  the  respon- 
sibility of  the  Ministry,  who  estimate  that  about  half  the  £14  millions  they 
spend  a year  on  the  maintenance  of  Government  buildings  (excluding  Defence 
accommodation)  goes  on  the  40  or  so  million  square  feet  of  °®^e 
dation.  Half  the  £14  million  is  spent  on  day-to-day  maintenance  of  buildings 
etc.  and  planned  maintenance  of  the  plant.  Repairs  and  replacements i co _st  g 
over  £250  account  for  15  per  cent  of  the  expenditure,  and  major  pawling 
accounts  for  12  per  cent.  The  current  cost  is  estimated  to  be  about  3s.  5d.  per 
square  foot. 

19  The  buildings  are  subject  to  regular  inspection  through  the  year,  and 
the  estimates  for  maintenance  are  based  on  the  resultant  knowledge  of  current 
requkements  and  past  experience  of  the  level  of  routine  -aintenance^ed 
The  aim  is  to  provide  funds  for  all  work  which  in  the  opinion  of  the  Ministry 

Sss  Lei™,!.!  i,  <~.*i  ”ruhde,z  ts,1  7£ 

the  building,  for  its  functional  purpose,  and  for  the  well-being 
pants. 

20.  No  rigid  intervals  are  laid  down  for/xterna^Paint“Ve^ffiervaH 
decoration  and  washing  down,  although  guidance  is : given ^ on  the  interv^ 
to  be  expected.  These  can  be  summarised  as  six  years ; for ^exter  P S 

eight  years  for  internal  decoration  of  most  rooms  wfih  ^ 

three  years  of  the  intervening  periods.  There  are s sho  P 
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public,  and  to  the  effect  of  shift  working  when  this  is  in  operation.  In  recent 
years,  colour  schemes  have  changed  very  substantially,  and  there  is  a much 
greater  variety  and  regular  use  of  the  light  pastel  shades  now  in  favour. 
There  are  no  grounds  for  thinking  that  in  the  more  modern  offices  the  stan- 
dards of  maintenance  differ  significantly  from  those  adopted  by  other  em- 
ployers. 

21.  The  present  system  allows  for  the  exercise  of  a real  measure  of  discre- 
tion in  dealing  with  accommodation  in  need  of  painting  or  redecoration 
earlier  than  might  be  expected.  If  the  same  results  were  to  be  sought  by  any 
general  shortening  of  painting  frequencies  or  by  shortening  frequencies  where 
necessary  without  the  corresponding  lengthening  of  them  where  this  was 
justified,  then  clearly  the  total  cost  would  increase  and  some  work  would  be 
carried  out  before  it  was  strictly  necessary. 

Furniture 

22.  The  Ministry  of  Public  Building  and  Works  is  responsible  for  the  design 
and  provision  of  furniture  for  Government  offices.  Efforts  are  made  to  assess 
the  needs  and  preferences  of  staff,  including  large  numbers  of  specialists,  as 
well  as  general  service  grades.  The  first  modern  designs  of  office  furniture, 
in  timber,  were  introduced  shortly  after  the  war;  a new  range,  mainly  of  steel 
but  incorporating  plastics  and  other  modern  materials,  has  been  supplied 
since  1963.  The  policy  has  been  to  give  priority  to  the  provision  of  modern 
furniture  in  new  or  newly  leased  premises.  A further  re-appraisal  of  basic 
requirements  is  being  conducted  in  the  context  of  the  Whitehall  project, 
referred  to  at  paragraph  7. 

Provision  of  Amenities 

23.  Recreation  rooms  and  common  (quiet)  rooms  are  provided  for  in  new 
buildings;  if  there  is  space  available  in  existing  buildings,  it  can  be  used  for 
this  purpose.  . 

24.  Where  justified,  arrangements  can  be  made  for  surplus  Government  land 
to  be  used  for  sports  activities  through  the  Civil  Service  Sports  Council; 
in  the  case  of  a small  parcel  of  land,  no  rent  would  be  charged. 


Treasury  Welfare  Advisory  Branch  and  Staff  Side 

25.  The  Treasury  Welfare  Adviser’s  Branch  is  responsible  for  ensuring  that 
the  welfare  of  the  staff  is  taken  into  account  in  determining  the  conditions 
(physical  and  other)  in  which  civil  servants  work.  He  acts  as  general  liaison 
with  the  other  Divisions  of  the  Treasury,  the  Ministry  of  Public  Building 
and  Works,  and  other  Departments  concerned  with  the  accommodation, 
furniture  and  amenities.  Agreements  with  the  Staff  Side  are  negotiated 
through  the  Joint  Welfare  Committee  of  the  National  Whitley  Council. 
Apart  from  the  standards  laid  down  for  space  allowances  and  furniture 
entitlement,  consultation  takes  place  on  such  matters  as  standards  of 
office  cleaning,  provision  of  staff  restaurants,  lighting,  heating,  acceptable 
noise  levels,  car  parking,  common  rooms,  sports  and  recreation  activities, 
first  aid  arrangements. 
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Conclusions 

26  Generally,  the  standards  of  offices  occupied  by  Government  staffs  are 
considered  comparable  with  those  of  good  employers.  The  conditions, 
specially  in  some  older  buildings,  are  sometimes  unsatisfactory  and  occa- 
sionally depressing;  but  new  office  buildings  erected  by  the  Government 
seem  to  compare  quite  well  with  privately  owned  buildings,  and  there  is  no 
reason  to  suppose  that  the  general  run  of  rented  accommodation  compares 
unfavourably  with  that  occupied  by  private  firms.  Private  firms’  offices  are 
sometimes  more  lavishly  furnished  and  decorated  and  in  a number  of  cases 
their  interior  design  is  superior.  But  judged  against  the  admittedly  somewhat 
mediocre  standard  of  offices  in  the  country  as  a whole  Government  accommo- 
dation does  not,  in  most  respects,  appear  to  be  inferior. 
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ANNEX  A 


1.  Space  Standards 

Staff  are  given  standards  of  space  according  to  their  rank,  and  these 
standards  are  provided  in  new  office  buildings.  The  following  are  examples: 


Grade  Sq.  ft.  per  Head 

Assistant  Secretary  or  equivalent  200-250 

Principal  ...  ...  •••  150-200 

Senior  Executive  Officer  120-150 

Higher  Executive  Officer  ...  100-120 

Executive  Officer  ...  75-90 

Clerical  Officer  ...  55-65 

Typist  ...  40-60 

Draughtsman  (on  drafting  duties) ...  75-100 


The  same  standards  apply  to  analogous  professional  and  other  grades.  The 
space  takes  into  account  the  furniture  and  equipment  normally  required  by 
staff  in  connection  with  their  duties.  Where  rooms  in  the  offices  are  well 
proportioned  and  have  good  natural  light,  the  lower  figure  in  the  range  is 
adopted.  There  are  special  space  standards  for  local  offices  of  the  Social 
Service  Departments. 


2.  Lighting  Standards 

The  following  are  the  standards  for  new  buildings : 

Standards  of 

Location  or  Type  of  Task  Illumination 

Lumens  per  sq.  ft. 

Drawing  Offices — General  30 

On  the  Drawing  Boards  45 

General  Office  Work,  including  book-keeping,  typing  and 

work  involving  sustained  reading  ...  30 

Conference  Rooms  ...  30 

Business  Machine  Operation,  including  Computer  Rooms  45 

Staff  Restaurant  Kitchens  and  Services  20 

Staff  Restaurant  Dining  Rooms  ...  10 

Entrance  Halls,  Enquiry,  Reception  and  Waiting  Rooms, 

and  Lift  Lobbies  ...  15 

Lavatories  ...  10 

Corridors  and  Lifts  ...  7 

Staircases  10 


These  standards  relate  to  average  values  over  the  working  plane  area.  Improve- 
ments are  being  made  to  lighting  in  existing  buildings,  where  necessary,  as 
funds  permit. 

3.  Heating  Standards 

The  heating  standards  are  in  line  with  those  laid  down  in  the  Offices, 
Shops  and  Railway  Premises  Act. 
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With  central  heating  installations,  the  aim  is  to  provide  a room  temperature 
of  65°F.  as  soon  as  can  be  arranged,  and  not  less  than  60'8°F.  within  one  hour 
after  the  time  of  starting  work.  While  practical  considerations  may  make  it 
impossible  to  achieve  65°F.  in  every  room,  60-8°F.  is  the  minimum,  acceptable 
only  in  exceptional  circumstances.  It  is  recognised  that  it  may  be  necessary 
to  provide  a higher  figure  in  some  rooms  in  order  to  maintain  the  correct 
minimum  in  the  coldest  rooms. 


4.  Lockers 

Clothing  lockers  are  provided  for  uniformed  staff,  and  for  staff  who  have 
to  change  their  clothing  at  work,  or  to  leave  clothing  in  places  where  there  is 
a special  risk  of  theft. 


5.  Tea  Services 

In  buildings  housing  60  or  more  staff,  a tea-trolley  service  is  provided 
wherever  practicable.  If,  exceptionally,  a Department  considers  that  the  ser- 
vice should  be  provided  by  some  other  method,  the  concurrence  of  the 
Departmental  Staff  Side  and  Treasury  Catering  Adviser  is  called  for. 

6.  Common  Rooms 

Provision  is  made  for  common  rooms,  i.e.  quiet  rooms,  suitably  furnished 
and  decorated,  in  the  planning  and  allocation  of  new  buildings.  In  existing 
buildings  where  there  is  space  available  it  may  be  used  for  this  purpose. 


7.  Recreation  Rooms 

Provision  is  made  for  recreation  space  in  the  planning  and  allocation  of 
new  buildings  intended  to  house  500  or  more  staff  The  scale  of  provision  is 
roughly  500  square  feet  for  buildings  housing  500-1,000  staff,  and  about  750 
square  feet  for  buildings  housing  more  than  this  number.  No  specific  pro- 
vision is  made  in  buildings  housing  fewer  than  500  staff.  Where,  however,  a 
group  of  adjacent  offices  house  a total  of  500  or  more  staff,  the  aim  is  to  pro- 
vide centrally  in  one  of  the  buildings  the  appropriate  amount  of  recreation 
space  for  use  by  all  the  staff  concerned. 
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